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Abstract 

Aotearoa has a unique bicultural foundation and increasingly diverse demographics, 

influencing Aotearoa and diverse workplaces. To identify the importance, and determine 

factors that limit organisations, in the development and implementation of bicultural, and 

specifically Māori, values in a diverse Aotearoa/New Zealand (NZ) workplace was the focus 

of this research. In this predominantly qualitative, mixed methods, exploratory case study, a 

questionnaire and focus groups were used. Three diverse socially responsible organisations 

participated with 47 valid responses from 58 questionnaire respondents, and 11 

executive/leadership team members for focus groups. The study investigated strategies, 

approaches and recommendations needed; factors that limit; and responsibilities. As a 

diverse socially responsible organisation, the research identified social responsibility as an 

ethical framework alongside complementary Te Tirti o Waitangi (Te Tiriti) and Te Tiriti 

principles; and stakeholder theory and analysis were beneficial to understand diverse 

stakeholders needs. Major results found similar and contrasting perspectives relating to 

understanding and knowledge of Māori values, bicultural values, Te Tiriti, Te Tiriti 

principles, and Aotearoa bicultural foundation, biculturalism and multiculturalism, including 

importance of these to individuals and perceptions of their organisation. The research 

identified that positive influences and impacts can increase understanding and knowledge, 

and negative factors, barriers and challenges can limit organisations; however, all individuals 

have responsibility, led by leadership and management. Significant findings were three key, 

essential categories, (a) frameworks, (b) organisational practices, (c) stakeholders, identified 

and needed for developing and implementing bicultural, and specifically Māori, values in a 

diverse Aotearoa/NZ workplace. This study contributes to Aotearoa research on Māori 

values, bicultural values, Te Tiriti, Aotearoa bicultural foundation, biculturalism and 

multiculturalism, and diverse Aotearoa workplaces. 

Keywords: bicultural[ism]; bicultural values; diverse Aotearoa workplaces; Māori values; 

multicultural[ism]; Te Tiriti o Waitangi 
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Chapter One: Introduction 

Within Chapter One, 11 sections relate to this research on Bicultural, and 

specifically Māori, values in a diverse Aotearoa/New Zealand (NZ) workplace. For this 

study, the background, problem statement, purpose, and importance and significance are 

discussed. The research aim, three objectives, research question (RQ) and three investigative 

questions (IQ) are also identified, followed by an overview of research design. Assumptions, 

delimitations and limitations are then outlined, with key terms defined. The layout for 

remaining chapters is given, then concludes with a summary.  

1.1 Background of the Study 

Aotearoa/NZ has changed significantly since the signing of Te Tiriti o Waitangi/The 

Treaty of Waitangi (Te Tiriti). Te Tiriti established the agreement between two nations and 

cultures, Māori and the British Crown, on February 6, 1840; thus, creating the unique 

bicultural foundation, ideology of a bicultural partnership, and biculturalism based on Te 

Tiriti (Bathurst & Edwards, 2011; Harris et al., 2016; Haywood, 2012; Ministry for Culture 

and Heritage, 2017; Ministry of Business, Innovation & Employment [MBIE], 2020; Pringle 

& Ryan, 2015; Rana & Culbreath, 2019; Thorns et al., 2010). Articles within Te Tiriti are 

based on three principles of partnership, protection and participation (Rana & Culbreath, 

2019, p. 89), which are often used as a framework for being culturally responsive to Māori 

(p. 96), although more often used within the public sector as the government’s commitment 

to Te Tiriti and these principles (Harris et al., 2016, p. 49). Differences in understanding of 

both the Aotearoa bicultural foundation, and Te Tiriti and Te Tiriti principles knowledge 

contributes to bias and inequalities, which impacts acceptance of differences and inclusivity 

within diverse Aotearoa workplaces. 

Since signing Te Tiriti, Aotearoa population and demographics have changed. From 

a bicultural foundation and partnership, there have been many ebbs and flows where people 

from different cultures, ethnicities and nationalities have migrated to Aotearoa. According 

to Stats NZ (2018), since 2013 migration has been a key driver for high population growth 

in Aotearoa. Consequently, the changing demographics reflect growing diversity in the 

nation (Stats NZ, 2019); thus, the construct Aotearoa, as a nation, is multicultural where 

multiculturalism exists (Haywood, 2012, p. 3) rather than bicultural. Lack of understanding 
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of bicultural[ism] and multicultural[ism] has an impact on the increasingly diverse 

population and changing demographics. These effect Aotearoa society where differences in 

understanding also often contribute to, or create, inequalities and bias in diverse workplaces, 

affecting an organisation’s ability and commitment to embrace diversity and acceptance of 

differences that leads to inclusivity. 

Within diversity research, cultural and population diversity viewpoints consider 

bicultural[ism] and multicultural[ism] and interpretations of these. From the Aotearoa 

perspective, literature relates biculturalism to Māori and relationship based on Te Tiriti, 

while multiculturalism is based on migration (Pringle & Ryan, 2015; Rana & Culbreath, 

2019; Thorns et al., 2010). Simultaneously, the term cultural diversity is also used to reflect 

multiculturalism (Thorns et al., 2010, p. 102). Another viewpoint is biculturalism is grouped 

within multiculturalism or biculturalism and multiculturalism are viewed as subsets within 

the same paradigm and therefore, it is argued biculturalism is outdated (Terruhn, 2012, pp. 

6, 8). This lack of, and difference in, understanding of bicultural[ism] and multicultural[ism] 

not only further questions and undermines the nation’s bicultural foundation (Stewart, 

2018), but also creates or additionally contributes to bias and inequalities within diverse 

workplaces, which also recognises the deficiencies of inclusivity within these environments. 

Research by Collins (2019) further highlights the challenges within population diversity 

where inequalities and acceptance of these exist, where understanding of inclusivity and a 

more inclusive society is needed (p. 14). 

Another viewpoint, appropriate to the Aotearoa context, is espousal of Māori values 

in organisations (MVO). Seminal work by Harmsworth (2005) and other subsequent 

research on MVO (Harris et al., 2016; Jolly et al., 2015; Kuntz et al., 2014; Rigby et al., 

2011) identified several benefits for organisations and employees, including positive 

behaviours and increased satisfaction. Use of MVO was also seen as an investment in 

diversity (Harris et al., 2016, p. 58); however, for this to be truly incorporated and embedded 

within organisations’ practices and culture requires commitment and accountability from 

leadership, and appropriate strategies for implementation. Additionally, implementation of 

cultural changes also found bias and/or intolerance towards other cultures and a resistance 

to change (Rigby et al., 2011, p. 123). Limitations within these studies highlighted a gap 

where a broader context and sampling of participants from more diverse environments and 

background respectively is needed. 
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For Aotearoa, consideration, acknowledgement and implementation of Te Tiriti and 

Te Tiriti principles across other workplaces is needed. Another consideration is bicultural 

values, and specifically Māori values, and implementation within Aotearoa workplaces. The 

ideology of understanding and using the unique Aotearoa bicultural foundation and Te Tiriti 

principles alongside indigenous Māori values and viewpoints should be considered further, 

with wider application and relevance of these to diversity and diverse workplaces. Both 

ideologies could be used as a stepping-stone and missing link, as a solution for bridging the 

gap of understanding and knowledge base that contributes to a broader societal perspective, 

which also supports a decrease in the existing fundamental undertones. Thus, helping 

improve diverse environments where similarities and differences are accepted and 

embraced, and inclusivity exists within the broader context of diversity. Therefore, 

conducting a study on Bicultural, and specifically Māori, values in a diverse Aotearoa/NZ 

workplace is justified. 

1.2 Problem Statement 

Bicultural, and specifically Māori, values in a diverse Aotearoa/New Zealand workplace. 

Aotearoa has an increasingly diverse population in diverse workplace environments 

leading to bias and inequality. As a nation with a bicultural foundation and increasingly 

diverse population there is a lack of understanding of bicultural[ism] and multicultural[ism] 

and accommodation of diversity which also creates inequalities and bias of differences in 

workplaces. Organisational culture or practices fails to reflect the importance or recognition 

of Māori values in policies, guidelines and standards. This highlights several characteristics 

of this problem, including: 

• Differences of understanding the Aotearoa bicultural foundation and principles of Te 

Tiriti, and integration within workplaces; 

• Poor understanding of differences between bicultural[ism] and multicultural[ism]; 

• Bias and inequality in workplaces; 

• Lack of accommodation of diversity, including cultural and population (e.g., workplace 

policies, guidelines, standards); and 

• Failure to recognise and implement bicultural, and specifically Māori values. 

Previous Aotearoa research relating to bicultural[ism] and multicultural[ism], 

diversity and espousal of MVO highlights, issues around understanding these concepts and 
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how these fit within Aotearoa workplaces. These differences in understanding show a gap 

in knowledge, where further research can be conducted.  

Research conducted within organisations that incorporate Māori values as part of 

their culture and practices identified positives for both organisations and employees and 

were seen as an investment in diversity for businesses. However, limitations of these studies 

exist, such as sampling organisations and participants where there is an absence of diversity. 

Therefore, a gap exists where research on Bicultural, and specifically Māori, values, in a 

diverse Aotearoa/NZ workplace can be conducted. Another gap of knowledge and 

understanding within these studies relates to limited research on strategic approaches and/or 

frameworks used for implementation of MVO or application of these within other diverse 

workplaces. 

As Aotearoa organisations now reflect more diverse workplaces, these have 

implications for how organisations manage and deal with people from diverse cultures, 

groups and communities. Hence the need for organisations to consider strategies and 

approaches that can be used as a framework that allows inclusivity and acceptance of 

differences that are embedded within the organisational culture and practices. The identified 

gaps of understanding and knowledge, limited use of diverse sampling and environments 

used for studies, and insufficient number of studies that look at strategies to develop and 

implement Māori values, highlight areas where further study can be conducted that explores 

Bicultural, and specifically Māori, values in a diverse Aotearoa/NZ workplace.  

1.3 Purpose of the Study 

The purpose of this predominantly qualitative, mixed methods, inductive, 

exploratory case study is to identify the importance, and factors that limit organisations, in 

the development and implementation of bicultural, and specifically Māori, values in a 

diverse Aotearoa/NZ workplace. Research focuses on identifying the importance, and 

strategies that can be used, to instill and embed bicultural, and specifically Māori, values 

within workplaces. Themes and strategies that emerge from the study will be applied to the 

RQ and IQs. Using an exploratory case study, suggested approaches to creating a diverse 

Aotearoa in which bicultural, and specifically Māori, values can be developed and 

implemented, will be highlighted; this can lead to acceptance of differences and a more 

inclusive environment as the ‘norm’, that is instilled and embedded within the organisation. 
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1.4 Importance/Significance of the Study 

To provide a more inclusive workplace environment that accepts differences and 

diversity of people within these, organisations need to consider other approaches that can be 

applicable to a diverse Aotearoa workplace, and importance of these to employees. 

Identifying the importance and relevant approaches could be a solution that provides a 

framework and strategies where bicultural, and specifically Māori, values are developed, 

implemented, instilled and embedded within the organisational culture and practices as a 

foundation, with an outcome that embraces diversity and inclusion. These would not only 

help with issues of bias and inequalities, but would also create a more positive, engaged, 

motivated and satisfied workforce. 

Determining factors that limit organisations in the development and implementation 

of bicultural, and specifically Māori, values, and identifying appropriate strategies for these 

will be beneficial to several key stakeholders within organisations. This would particularly 

apply to the executive/leadership/management team[s], employees, and a variety of diverse 

Aotearoa workplaces. Additionally, when instilling and embedding bicultural, and 

specifically Māori, values effectively within diverse Aotearoa workplaces an increase of 

understanding and knowledge by employees would be gained, where bias and inequalities 

are significantly reduced or diminished. Over time, this could contribute to a change within 

societal thinking that acknowledges and embraces the bicultural foundation of Aotearoa and 

Te Tiriti principles, and how these fit within a nation of multicultural and different people 

where acceptance of differences is embraced as the norm. 

1.5 Research Aim and Objectives 

The research aims to identify the importance, and determine the factors that limit 

organisations, in the development and implementation of bicultural, and specifically Māori, 

values in a diverse Aotearoa/NZ workplace. In addition, to meet the purpose and aim, the 

following objectives (O1, O2, O3) are formulated for this study: 

O1 To determine the factors that limit organisations in the development and 

implementation of bicultural, and specifically Māori, values in a diverse 

Aotearoa/NZ workplace. 
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O2 To identify appropriate strategies, approaches and recommendations organisations 

can use to instill and embed bicultural, and specifically Māori, values in a diverse 

Aotearoa/NZ workplace.  

O3 To examine the responsibility to instill and embed bicultural, and specifically Māori, 

values in a diverse Aotearoa/NZ workplace. 

1.6 Research Question and Investigative Questions 

The RQ addressed is: 

What strategies are required to instill and embed bicultural, and specifically Māori, values 

in a diverse Aotearoa/NZ workplace?  

To further support this RQ, three IQs were formulated for this study: 

IQ1 How can a diverse Aotearoa/NZ workplace instill and embed bicultural, and 

specifically Māori, values? 

IQ2 What recommendations can be made to instill and embed bicultural, and specifically 

Māori, values in a diverse Aotearoa/NZ workplace? 

IQ3 Where does the responsibility lie to instill and embed bicultural, and specifically 

Māori, values in a diverse Aotearoa/NZ workplace? 

1.7 Overview of Research Design 

Based on the research aim, objectives and question, an interpretivist philosophy 

using an inductive theoretical approach are the most appropriate as the study seeks to find 

new and richer understandings; explore and identify theory and develop theory to generate 

a framework (Collis & Hussey, 2014, p. 7; Saunders et al., 2016, pp. 136, 145, 151). This is 

further supported by an exploratory research design as ideas are developed during the study 

to gain insights, which is also appropriate for interpretivist and inductive research (Collis & 

Hussey, 2014, p. 4; Saunders et al., 2016, pp. 174-175). 

Therefore, a predominantly qualitative, mixed methods, indicative, exploratory case 

study strategy is used to support the research design. Case studies are appropriate for 

research where questions ask the “how” and “what” and uses a variety of methods and data 

sources for exploratory research to help understand complex issues (Fàbregues & Fetters, 

2019, p. 1; Farquhar, 2012, p. 8; Saunders et al., 2016, pp. 184-186; Yin, 2014, pp. 26-29; 

Zainal, 2007, pp. 1-3). For an exploratory case study there is also no pre-determined outcome 
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or theory, rather stems from the research (Saunders et al., 2016, pp. 184-186; Yin, 2014, pp. 

26-29). Theory is therefore developed from the environment of a diverse Aotearoa 

workplace, and the phenomenon is developing and implementing bicultural, and specifically 

Māori, values. Sitting alongside the exploratory case study research, Kaupapa Māori 

research principles will be used. 

This study uses a questionnaire and focus groups (FG) as the data collection methods. 

The research cohort includes three diverse Aotearoa workplaces where random sampling is 

used for the questionnaire and open to all employees. The FG used targeted sampling where 

members of the executive/leadership team are participants. Detailed information about the 

research design of this study is provided in Chapter Four. 

1.8 Assumptions, Delimitations and Limitations 

Assumptions 

One assumption is that the chosen organisations are diverse in terms of employees 

and members of the executive/leadership/management team where participants’ population 

and demographics differ, and are therefore, diverse. This study also assumes the participants 

represent the population in a diverse Aotearoa workplace. Another assumption is the 

questionnaire will be available to all employees within each organisation, and each FG has 

at least four participants. 

Delimitations 

The topic is an area of interest for the researcher who wanted to conduct this study 

to provide further research that adds to the Aotearoa context. Questions for both 

questionnaire and FG were developed explicitly for this study to answer the aim, objectives, 

RQ and IQs. A questionnaire and FGs as data collection tools, were identified as the most 

appropriate methodology for the study. Three participating organisations were chosen as 

these had a social/community focus or orientation; were from different sectors/types and 

industries; operate across different Aotearoa regions and in other international continents; 

and of varying sizes. All participants are employees and/or part of the executive/leadership 

team within each organisation, and aged 16 years or older. Specific timeframes for the 

questionnaire gave participating organisation a two-week period for completion. The focus 

of this study is Bicultural, and specifically Māori, values in a diverse Aotearoa workplace; 
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therefore, findings could be applied to other diverse Aotearoa workplaces in a variety of 

sectors/types and industries. 

Limitations 

Due to being part of a thesis and 34-week timeframe, there were time limitations for 

the number of participating organisations, number of participants, data collection period, 

data analysis, and writing the final report. Another limitation could be the organisations 

chosen by the researcher, and number of participants available to complete the questionnaire, 

i.e., two participating organisations used a specific group/team or area of service delivery 

within identified office locations. Technical issues or difficulties with the questionnaire, 

and/or FG recordings could reduce the number of responses or useable data, or additional 

time for transcribing, respectively. The researcher also needed to learn the necessary skills 

for in-depth qualitative data analysis, particularly manual coding and developing themes, 

concurrently while also applying these skills in practice. 

1.9 Definitions of Terms 

Definitions which align with the study and research design, include several terms. 

Bicultural and Bicultural Values 

Relates to having, relating to, or including two distinct cultures or ethnic groups, or 

combining the cultural attitudes and customs of two nations (Collins, n.d.-a, paras. 1-3; 

Merriam-Webster, n.d.-a, para. 1). In the Aotearoa context, this relates to Māori and 

Pākehā/“English, foreign, European” (Moorefield, n.d.-b, para. 2) or Tauiwi/“foreigner, 

European, non- Māori, colonist” (Moorefield, n.d.-e, para. 1) that live in Aotearoa, where 

bicultural values are the cultural values of both peoples. 

Biculturalism 

In the Aotearoa context, this acknowledges Māori as tangata whenua/“aborigine, native” 

(Biggs, 2012, p. 133), and as Te Tiriti partners, should have equal rights, protection and 

status (Christchurch City Libraries, n.d., para. 2). It is also about the relationship between 

the two founding cultures (Durie, 2005, p. 1). 
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Cultural Diversity 

Where there is a variety of cultural or ethnic groups within a society, and the “existence of 

societies, communities, or subcultures that differ substantially from one another” (American 

Psychological Association, n.d., para. 1). 

Diversity 

Includes a range of different or diverse things, types or people, that may also be included in 

something, have or composed of different elements (Cambridge University Press, n.d.-a, 

para. 1; Merriam-Webster, n.d.-b, para. 1). 

Māori Values 

Include Māori tikanga, culture, cultural practices and values, such as manaakitanga, 

whanaungatanga (Ministry of Education, 2013, para. 12). 

Multicultural 

Relates to having many different cultural or ethnic groups or consisting of people of many 

different nationalities or cultures or several different races (Collins, n.d.-b, paras. 1-2). 

Another definition by Merriam-Webster (n.d.-c) is “of, relating to, reflecting, or adapted to 

diverse cultures” (para. 1). 

Multiculturalism 

The “belief that different cultures within a society should all be given importance” 

(Cambridge University Press, n.d.-b, para. 1). It is about “the acceptance of cultural 

differences generally” (Durie, 2005, p. 1). This also relates to “cultural pluralism or diversity 

(e.g., within a society, organisation or educational institute)” (Merriam-Webster, n.d.-d, 

para. 1). 

Population Diversity 

Where there is a group of individuals that share aspects of demographics or genetics within 

a population group[s] (Bynum, 2019, paras. 1-2) 
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1.10 Layout of Chapters 

This thesis report provides discussion on six chapters, with layout of these provided 

below. 

Chapter One: Introduction 

The context for this study is outlined, including the background; problem statement; 

purpose and significance; research aim, objectives and questions. An overview of the 

research design, assumptions, delimitations and limitations, and definitions of terms are also 

provided. 

Chapter Two: Theory and Industry Analysis 

An explanation and overview of the theoretical constructs appropriate for this study 

is discussed, where social responsibility (SR) as an ethical framework, and Te Tiriti and Te 

Tiriti principles as a bicultural foundation and framework are identified as the drivers and 

enablers for adopting a socially responsible foundation. The industry analysis considers the 

increasing diverse demographic population of Aotearoa, acknowledges the relevance of 

stakeholder theory, and applies a stakeholder analysis to a socially responsible diverse 

Aotearoa workplace. 

Chapter Three: Literature Review 

A review of literature that relates to the research problem, objectives and questions 

is covered in this chapter, where both supporting and contrasting arguments are provided. 

The review evaluates and summarises existing and recently published literature about the 

chosen topic, which highlights relevant fields the study will contribute to. This chapter also 

confirms the gaps in research and existing literature to support and justify the need for the 

current research.  

Chapter Four: Research Methodology 

The research methodology and approaches taken to conduct the research are detailed, 

which justify the predominantly qualitative, mixed methods, exploratory case study 

methodology, alongside Kaupapa Māori research principles. The two methods for data 

collection of questionnaire and FG will be detailed, including purpose, design, procedure, 
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and sampling. Further discussion is also provided for pilot testing, limitations, reliability and 

bias, and ethical considerations for both questionnaire and FG. 

Chapter Five: Findings and Analysis 

Research findings and analysis is presented based on the questionnaire and FG data. 

The research cohort provides the context for the three organisations and participants. 

Quantitative data analysis from the questionnaire includes organisations and participants 

demographics, and core research questions (CRQ) using categorical and numerical data 

analysis techniques. Thematic and comparative data analysis provides in-depth qualitative 

data analysis from the FG and four CRQs, where eight themes are related to the IQs. The 

findings and overall exploratory case study, using a hypothetical case study organisation 

(CSO), is discussed, and related to the RQ. 

Chapter Six: Recommendations and Conclusions 

Recommendations and conclusions are provided within the final chapter and brings 

everything together. This includes the purpose of the research; chapter summaries and 

insights; conclusions for this study; and answering the overall research aim and objectives. 

Further discussion identifies the relationship this study has to previous research; limitations 

and delimitations; recommendations for future research; and concluding statements. 

1.11 Summary 

Providing the background of this study identified several key areas that have 

relevance to this research topic, such as Te Tiriti, Te Tiriti principles, bicultural foundation, 

and bicultural values; bicultural[ism] and multicultural[ism]; Māori values; and the growing 

cultural and population diversity in Aotearoa and diverse Aotearoa workplaces. The problem 

statement, purpose, and importance and significance of this study were then identified, 

which lead to the research aim and objectives, and RQ and IQs. These will be used to develop 

the questions for the two methods of data collection. An overview of the research design 

was provided, confirming a predominantly qualitative, mixed methods, indicative, 

exploratory case study as the appropriate methodology to use, where a questionnaire and FG 

will gather quantitative and qualitative data. Several assumptions, delimitations and 

limitations were also identified that could impact or influence this study. Definitions for 

relevant terms applicable to this study also listed and defined. Finally, the layout of the 
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chapters provides an overview to the reader of what will be covered within the thesis report 

research topic Bicultural, and specifically Māori, values in a diverse Aotearoa/NZ 

workplace. 
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Chapter Two: Theoretical Constructs and Industry 

Analysis 

Within Chapter Two, two aspects will be covered which help provide further context 

for this research. First, theoretical constructs will be discussed in terms of social 

responsibility (SR) and relevance this has as an ethical framework, and the role of Te Tiriti 

as a SR within organisations. Secondly, the industry analysis will be viewed from the 

perspective of stakeholder theory and stakeholder analysis. This chapter’s purpose, 

therefore, is to provide a theoretical construct or framework and background, and an industry 

analysis relevant to this research Bicultural, and specifically Māori, values, in a diverse 

Aotearoa/NZ workplace. 

2.1 Introduction 

The theoretical analysis considers SR as the construct where differentiation from 

corporate social responsibility (CSR) is made, and relevance of SR as an ethical framework 

for diverse organisations, will be examined. Another perspective of SR is the role of Te Tiriti 

from two aspects – the Crown/Government agencies obligations versus non-Crown/non-

Government entities obligations. Broad discussion also considers SR and Te Tiriti principles 

as drivers and enablers for adopting a socially responsible foundation through the lens of 

sound ethical practices that meets the needs of diverse Aotearoa workplaces. 

With diverse organisations participating rather than a specific industry, the industry 

analysis will be examined through different stakeholders. Stakeholder theory will be applied 

followed by an in-depth stakeholder analysis examining the different groups impacted by, 

and fundamental to, this research. An overview and background to the diverse Aotearoa 

population is also detailed to provide further context. 

For the organisations represented in this research, thought was given to the Aotearoa 

context, which differs to a more global context, mostly due to Aotearoa having Te Tiriti and 

the role and/or influences this has on many aspects of society, e.g., daily life, legislation, 

and business operations. Reflecting these considerations, the organisations represented were 

diverse and had a common characteristic of a social/community focus or orientation in the 

way they operate. Within this context the organisations will be further examined within the 
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theoretical constructs and industry analysis, including the relevance of these to SR, Te Tiriti, 

stakeholder theory and stakeholder analysis.  

2.2 Theoretical Constructs 

To gain broader understanding of theoretical constructions and frameworks that can 

be applied to this research, SR as an ethical framework and Te Tiriti and Te Tiriti principles 

as a bicultural foundation are discussed and analysed. Relevance of these as drivers and 

enablers for adopting a socially responsible framework are also evaluated. As previously 

stated, diverse organisations were based on their social/community focus or orientation, e.g., 

non-government organisations (NGOs), charitable trusts, incorporated society, or limited 

liability company. Another characteristic was these organisations also understand the 

importance of SR and the role they play in society.  

2.2.1 Social Responsibility: As an Ethical Framework 

With the changing environments organisations operate in, consideration needs to 

look beyond performance and profit, and towards being a socially responsible organisation. 

Research (Bowen, 2013; Ghillyer, 2017; Meckl & Gudmundsson, 2010; Robbins et al., 

2019) relating to SR views this from several perspectives, including SR theory of the press, 

SR within CSR, and SR within ethical theory as an ethical framework. 

Historically, SR theory related to freedom of the press as outlined in Siebert et al. 

(1956) book Four Theories of the Press… (as cited in Rantanen, 2017, p. 3455). This concept 

of SR theory pertained to journalism being done in a responsible manner, in and for the best 

interests of society, and having a balance between SR and freedom of speech (Meckl & 

Gudmundsson, 2010, p. 202; Uzuegbunam, 2013, pp. 3-4). Although fundamental to SR 

theory and these initial conceptualisations, a broader understanding and application of SR 

can be applied, particularly for an applied management thesis and research within diverse 

Aotearoa organisations.  

From a broader business setting, early literature looks at SR in terms of corporations 

or within theories and concepts relating to CSR, which includes perspectives and work by 

scholars, such as Bowen’s 1953 Social Responsibilities of the Businessman text (as cited in 

Bowen, 2013, p. ix), Friedman’s (2002) reprinted Capitalism and Freedom (pp. 133-135), 
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and Carroll’s (1979, p. 502) CSR concept, and subsequent detailed pyramid of CSR (1991, 

p. 42). Although SR is also known as CSR as related terms, SR and CSR have differences 

in meaning and application. Therefore, differentiation of these concepts is needed, where 

SR would be more appropriate and aligns with the identified participating diverse 

organisations.  

More contemporary literature (Business Faculty from Ontario Colleges & 

eCampusOntario Program Managers, 2018, “Corporate Social Responsibility”, para. 1; 

Cannon, 2012, p. 24; Ghillyer, 2017, p. 70; Hubbard et al., 2015, p. 52; Robbins et al., 2019, 

p. 51; Upen, 2019, para. 8) still views CSR within a business context as an approach taken 

by corporations and larger companies. However, CSR is defined more explicitly within these 

sources, and acknowledged CSR relates to the corporations and larger companies’ 

obligations to have sound and socially responsible practices for the actions they take – legal, 

economical, ethical, and social – and balancing these responsibilities with different 

stakeholders, while not only benefitting the organisation, but also society and environment.  

In contrast, SR is viewed more from a general perspective and an approach taken by 

individual’s or a social entity who actively engage in positive social actions; without harm; 

in the best interests of, and benefit to the environment and society. Furthermore, they are 

accountable and responsible for their actions and behaviours, which benefit or develop their 

community/society as a whole (Eisenstein, 2021, para. 5; Pachamama Alliance, n.d., paras. 

1-2; Robbins et al., 2019, p. 51; Upen, 2019, para. 5). These also correspond to elements 

within a social business, as identified by Department of Internal Affairs ([DIA], 2013), 

where the organisation goes beyond CSR, and “the social/environmental orientation… is an 

integral part of the organisation” (p. 5). For Aotearoa organisations, this includes charitable 

trusts, incorporated societies, limited liability companies, limited partnerships, co-operative 

companies, and Māori land trusts (pp. 8-11). Based on differentiations of CSR and SR, the 

organisations represented in this research, and Aotearoa organisation type, further supports 

the rationale to use SR as the theoretical construct rather than CSR.  

Abrams (2014), in noting “being socially responsible is the right thing to do, and 

there’s always strength in doing the right thing” (p. 254), provides further insight into SR. 

This aligns with, and is applicable to, this research and participating diverse organisations. 

Another perspective of SR as an ethical framework is considered, where SR theory is “built 

on a system of ethics” (Pachamama Alliance, n.d., para. 2). The SR literature is also often 
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discussed alongside ethics (Business Faculty from Ontario Colleges & eCampusOntario 

Program Managers, 2018, para. 1; Eisenstein, 2021, para. 1; Pachamama Alliance, n.d., para. 

1; Robbins et al., 2019, p. 51).  

Ethics relates to people doing right or wrong, knowing the difference between these 

and doing the right thing based on a set of rules or standards that influence behaviour, and/or 

are the moral values people live by as determined by their society (Business Faculty from 

Ontario Colleges & eCampusOntario Program Managers, 2018, “What is Ethics”, para. 1; 

Eisenstein, 2021, para. 2; Ghillyer, 2017, p. 4; Lussier & Achua, 2016, p. 48; Pachamama 

Alliance, n.d., para. 3; PennState University, n.d.-b, para. 2; Robbins et al., 2019, p. 53). For 

business ethics, right and wrong still applies; however, it is viewed as the standards and 

practices of moral behaviour used within businesses and workplaces, and the manner in 

which individuals and groups within organisations conduct themselves using ethical or 

unethical behaviour (Business Faculty from Ontario Colleges & eCampusOntario Program 

Managers, 2018, “What is Ethics”, para. 1; Ghillyer, 2017, p. 24). Similarly, SR also relates 

to behaviours and has an element of right and wrong where individuals or organisations act 

in a socially responsible or irresponsible manner (Pachamama Alliance, n.d., para. 2).  

Within business environments ethics and SR concepts are interrelated. For 

individuals and social entities to be socially responsible, ethical behaviour needs to exist 

where “the decisions and actions must be ethically validated before proceeding” 

(Pachamama Alliance, n.d., para. 2). However, being socially irresponsible could also reflect 

unethical behaviour, particularly, if the “action or decision causes harm to society or the 

environment” (para. 2). These correlations highlight similarities between SR and ethics; 

therefore, reflecting appropriateness of SR as an ethical framework, which can be 

incorporated and used as another foundation within diverse Aotearoa workplaces. Another 

way diverse organisations can demonstrate SR and have sound socially responsible and 

ethical practices is through the implementation of Te Tiriti and Te Tiriti principles based on 

the Aotearoa bicultural foundation. Additionally, SR and business ethics both need to 

consider others, and is also relevant to stakeholder theory and other stakeholders.  

2.2.2 Te Tiriti and Te Tiriti Principles: A Bicultural Foundation 

Te Tiriti and the role this has within diverse workplaces helps provide further context 

to Aotearoa and reflects the relevance this document has to this study. Application of Te 
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Tiriti within a business context in terms of obligations, or otherwise, in different Aotearoa 

workplaces, will be highlighted. The relevance of Te Tiriti to SR will also then be 

considered. 

Like other settler or colonised nations, a treaty exists in Aotearoa between the 

Indigenous Māori people, as tangata whenua and the British Crown, as Pākehā or Tauiwi. 

Te Tiriti was signed in Waitangi on February 6, 1840, by Māori rangatira/“chief” (Biggs, 

2012, p. 127) as representatives from several iwi/“tribes” and hapu/“sub-tribes”, and 

representatives of the British Crown (Harr & Brougham, 2013, p. 875; MBIE, 2020; 

Ministry for Culture and Heritage, 2017; Morrison & Huygens, 2019; Rata & Al-Asaad, 

2019, p. 217; Terruhn, 2012, p. 2). This confirmed European settlement and declared British 

sovereignty. Thus, research acknowledges Te Tiriti is perceived as the founding document, 

and considered to set both the historical and Aotearoa bicultural foundation and being a 

bicultural nation (Jolly et al., 2015, p. 8; Love, 2017, p. 1; Peace & Spoonley, 2019, p. 109; 

Rana & Culbreath, 2019, p. 89; Terruhn, 2012, p. 3; Thorns et al., 2010, p. 94).  

This bicultural relationship foundation was created between two distinct peoples – 

two diverse cultures – where a sustained equitable partnership between Māori and the Crown 

was implied, particularly when Te Tiriti is underpinned by three key principles, 

participation, partnership, and protection, which also correlate to the three articles Te Tiriti 

is based on (Bathurst & Edwards, 2011, pp. 64-65; Harris et al., 2016, p. 49; Jolly et al., 

2015, p. 9; Pio et al., 2014, p. 678; Rana & Culbreath, 2019, p. 89; Terruhn, 2012, p. 1; 

Thorns et al., 2010, p. 94). However, translations and interpretations between the Māori and 

English versions differ, causing confusion and debate, resulting in major conflicts between 

Indigenous Māori people and Crown, which still exist in the 21st century (Pio et al., 2014, p. 

678; Terruhn et al., 2012, pp. 2-3).  

Te Tiriti sets the tone for a bicultural foundation and a bicultural nation; however, 

unofficially Aotearoa was still monocultural until the 1980s where government policies 

favoured Pākehā culture (Hayward, 2012, p. 1). Historically, this impacted Māori, who have 

faced injustices and violations to their indigenous rights and been marginalised, resulting in 

grievances and protest by Māori (Pio et al., 2014, p. 678). Similar to the situation in other 

countries, (Australia, Canada, United States), the impacts were a result of systemic 

colonisation and acculturation to a hegemonic society and cultural norms imposed by the 

dominant Western culture, and where the Crown was not meeting their obligations to Te 
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Tiriti (Harris et al., 2016, p. 49; Pio et al., 2014, p. 678); thus, disrupting and uprooting 

Māori indigenous society and way of life.  

In more recent decades, the Crown has progressed to “officially acknowledge the 

Treaty as a constitutionally significant document” (Pringle & Ryan, 2015, p. 474), with 

several legislation or legislative changes, initially the Treaty of Waitangi Act 1975, followed 

by other legislation, e.g., State-Owned Enterprises Act 1986, and State Sector Act 1988. 

Since 1975, many other statutes have referenced Te Tiriti and “characterised as social policy 

legislation” (Barrett & Connolly-Stone, 1998, p. 8), i.e., Māori Language Act 1987, 

Education Act 1989, Children, Young Persons and their Families Act 1989, and Health and 

Disability Services Act 1993. Crown/Government agencies also now need to be more 

“culturally responsive to the aspirations of Māori and actively innovate solutions to reduce… 

disparities” (Morrison & Huygens, 2019, para. 15), where the “NZ government is actively 

seeking to reduce socio-economic gaps” (Pio et al., 2014, p. 679).  

These factors influence Aotearoa and diverse workplaces. On one hand, Te Tiriti 

principles are used (with varying degrees of embedding) within State-Owned Enterprises 

and Crown/Government agencies to show their commitment. For other organisations or 

sectors, it is also a more common practice to incorporate Te Tiriti principles, e.g., NGOs 

who rely on government funding for service delivery; Māori or Māori-led businesses; and 

frameworks within health, social services, and education (Macfarlane et al., 2014, p. 258; 

Ministry of Health, 2014, para. 1; Rana & Culbreath, 2019, p. 89; Thorns et al., 2010, p. 94). 

However, the importance of Te Tiriti, and using Te Tiriti principles, is not always 

understood by employees. On the other hand, even when recognised as the founding 

document, differences in understanding, meaning and importance of Te Tiriti still exist 

within Aotearoa; hence, also influences understanding of biculturalism and multiculturalism 

for the nation, as detailed in Chapter Three.  

Additionally, although grievances are still being resolved between Crown and Māori, 

Te Tiriti creates opportunities “for growth and development that does not necessarily require 

for disagreements to be resolved and finalised, but rather allows for dialogue, interchange 

and co-creative problem solving” (Bathurst & Edwards, 2011, p. 65). Other misconceptions 

and implications of Te Tiriti within Aotearoa have an impact within diverse workplaces, 

especially where Te Tiriti principles have been embedded or guide workplace practices. 

Applying Te Tiriti principles within workplaces can create more inclusive environments 
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where equity and power sharing exists, and “can bring out the notion of culturally responsive 

inclusion” (Macfarlane et al., 2014, p. 256).  

With Te Tiriti principles and ideologies these could also apply within other broader 

contexts as a framework or foundation to bridge the gap in understanding; thus, creating 

avenues to help strengthen understanding and the importance of Te Tiriti, Te Tiriti 

principles, and Aotearoa bicultural foundation. This would allow further integration and 

application within diverse workplaces by starting from a bicultural lens as an approach to 

promote and support both biculturalism and multiculturalism. Another relevant concept to 

Te Tiriti is SR, and socially responsible practices. To be socially responsible in Aotearoa, 

there is a need for individuals and organisations to adopt socially responsive practices that 

are not only ethical, but should also reflect the ideologies and concepts of Te Tiriti and SR. 

Using Te Tiriti as a bicultural foundation alongside Te Tiriti principles could be used and 

brought to the forefront within diverse Aotearoa workplaces; thus, also encompassing SR 

that benefits Aotearoa society. 

2.2.3 Drivers and Enablers for Adopting a Socially Responsible 

Foundation 

From an ethical viewpoint, appropriate ethical theory needs some thought, e.g., 

virtue ethics, utilitarianism, deontology, rights view and justice view (Ghillyer, 2017, p. 6; 

PennState University, n.d.-a, para. 1; Robbins et al., 2019, p. 53). Three relevant 

philosophical approaches, utilitarian ethics, deontological ethics, and virtue ethics, can be 

easily applied to ethical reasoning (PennState University, n.d.-a, para. 1). Ethics for the 

“greater good for the greatest number of people” or utilitarian view is based on the outcome 

rather than the consequence/s; ethics based on a duty to do the right thing regardless of the 

consequence, but treat people with respect and dignity, is known as deontological or 

universal ethics; and ethics that considers the characteristics or virtues of individuals and 

decisions they make is virtue ethics (Ghillyer, 2017, pp. 6-7; PennState University, n.d.-a, 

para. 3; Robbins et al., 2019, p. 53). When considering an ethical approach, particularly 

within diverse Aotearoa workplaces, ethical reasoning could be applied using any of these 

three theories, as a potential driver and enabler for a socially responsible foundation.  

Social Responsibility is relevant to society as a whole; sound ethical reasoning that 

ensures the greater good for the majority would tend to encapsulate a more utilitarian view. 



Maania T. Niha, 34396 

20 

To be socially responsible the well-being of all stakeholders needs to be equally considered. 

Responding to stakeholders beyond the shareholders also brings more value to organisations 

(Brusseau, 2017b, para. 3). Thus, be a driver for organisations to behave ethically, socially 

responsible, and incorporate inclusive SR and ethical practices appropriate to diverse 

Aotearoa workplaces. To have sound socially responsive practices that also foster ethical 

behaviour, these need to be incorporated within daily organisational practices (Pachamama 

Alliance, n.d., para. 4). To ensure sustainable SR and ethical behaviour, organisations need 

to embed these within several areas of the business, e.g., (but not limited to) leadership, 

organisational practices, culture, and policies (i.e., codes of ethics and SR), recruitment and 

selection, and training (Ghillyer, 2017, p. 200; Robbins et al., 2018, pp. 55-56). Similarly, 

implementation of Te Tiriti in workplaces also need to be embedded within daily 

organisational practices.  

With Te Tiriti and Te Tiriti principles implemented in workplaces, the perspective 

could also use a utilitarian approach. Another perspective of Te Tiriti concerns social justice 

(The New Zealand Council of Social Services et al., 2008, para. 28); there are other 

implications and considerations, especially where Te Tiriti has a status within Aotearoa 

legislation, and applied or referred to within several social policies (Barrett & Connolly-

Stone, 1998, pp. 5-8). Therefore, it may be deemed that some organisations – 

Crown/Government agencies and NGOs with contracts for service delivery – could feel 

implementing Te Tiriti principles is an obligation and duty rather than a choice, so a 

deontological approach is used. Duty and obligation could be the drivers for such 

organisations to implement Te Tiriti and Te Tiriti principles, or could be considered a token 

gesture or be limited to inclusion within a policy without practical application within 

organisational practices. As an enabler, Te Tiriti as a bicultural foundation would be 

applicable. To implement Te Tiriti as a driver, organisations need to ensure they are doing 

this for genuine reasons and not just for show (The New Zealand Council of Social Services 

et al., 2008, para. 1). Organisations within Aotearoa incorporating Te Tiriti in organisational 

practices and culture, particularly those with a social/community focus or orientation, are 

also driven by SR to build “social equity and community wellbeing” (para. 10). Applying 

Te Tiriti principles provides a platform, not only for Māori but also other individuals within 

diverse workplaces. Diverse Aotearoa workplaces and organisations achieving this and 

using Te Tiriti as a driver for a socially responsible foundation, would also demonstrate a 

socially responsible and ethical practice that is inclusive. 
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In a 2019 Te Puni Kokiri and the Treasury report, An Indigenous Approach to the 

Living Standards Framework, the broad Aotearoa context was discussed, where drivers of 

wellbeing considered values and beliefs, relationships, and diversity (pp. 6-7). From SR and 

Te Tiriti perspectives these would also be applicable. In terms of values and beliefs, they 

stated “values are a key driver of the choices people make” (p. 6), which are important to 

understanding not only individuals’ values and beliefs but also diverse groups. Therefore, 

has an impact on the way diverse Aotearoa organisations implement SR, Te Tiriti and ethics 

within their organisational practices.  

2.2.4 Summary: Theoretical Constructs 

Using SR as a theoretical construct, the analysis outlined theory of SR originating 

from freedom of the press to a more contemporary perspective of SR within the realm of 

CSR. Discussion also draws on the correlations of SR with ethics its relevance as an ethical 

framework, to stakeholder theory, and application to this research. Another facet critical are 

the ideologies of Te Tiriti and Te Tiriti principles and relevance to the Aotearoa bicultural 

foundation, which would also complement the concepts of SR and ethics. Ethical theories 

are then further explored to provide significance of these to SR and Te Tiriti as drivers and 

enablers for adopting a socially responsible foundation. 

2.3 Industry Analysis 

Aotearoa has an increasingly diverse demographic population, which impacts on 

diverse workplaces. Therefore, diverse organisations were chosen rather than a specific 

industry. Discussion on the diverse Aotearoa demographic population is detailed prior to an 

analysis of relevant stakeholders pertinent to this research, using the concept of stakeholder 

theory.  

2.3.1 Aotearoa: An Increasingly Diverse Demographic Population 

According to Stat NZ’s (2020c) estimates, the Aotearoa national population 

“provisionally reached five million in March 2020” (para. 1), where migration has 

contributed significantly to this. The 2018 Census, compared to the 2013 Census, shows the 

growing Aotearoa diversity, where 27.4 percent of resident population were born overseas 

compared to 25.2 percent respectively (Stats NZ, 2020a, paras. 5-6). The overall population 
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growth, identified in Figure 2.1 for both natural increase and net migration since 1900 to 

2019 (Stats NZ, 2020c), also contributes to the increasingly diverse Aotearoa demographic 

population, reflecting current ethnic and cultural groupings and communities; as a result, 

also impacts and influences diverse workplaces.  

Figure 2.1 

New Zealand’s Population Growth, 1900-2019 

 

Note: Sourced from Stats NZ (2020c). 

Further evidence of the increasing Aotearoa ethnic diversity appears within 

additional 2018 Census data, includes population born in Aotearoa and population born 

overseas. For 72.6 percent of births in Aotearoa, statistics include “66 percent of New 

Zealand’s Pacific population”; “23 percent of Asian ethnicities”; “23 percent of Middle 

Eastern, Latin American and African ethnicities”; and “98 percent of Māori ethnicity” (Stats 

NZ, 2020a, paras. 11-13). In comparison to the 2013 Census, Figure 2.2 also shows ethnic 

groupings for Māori, Asian, Pacific and Middle Eastern/Latin American/African have 

increased (Stats NZ, 2020a), with decreases for European and ‘other’ Ethnicity. Stats NZ 

(2018) provides quick ethnicity statistics to show the increase or decrease for each ethnic 

group and represented percentages for the 2013 Census and 2018 Census, respectively, as: 

European (74 to 70.2 percent); Māori (14.9 to 16.5 percent); Pacific peoples (7.4 to 8.1 

percent); Asian (11.8 to 15.1 percent); Middle Eastern/Latin American/African (1.2 to 1.5 

percent); and ‘other’ ethnicity (1.7 to 1.2 percent). Population projections by MacPherson 

(2017) indicate a 90 percent chance further increases for these ethnic groups will happen by 

2025 and 2038, showing “overall diversity will be higher in 2038 than in 2013…, and high 

levels of natural increase and migration” (paras. 1-3). These increasingly diverse 
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demographic population changes further highlight how these would also impact Aotearoa 

organisations and having more diverse workplaces, both now and in the future. 

Figure 2.2 

Ethnicity as a Proportion of the Population 

 

Note: Sourced from Stats NZ (2019). 

Due to the recent global COVID-19 pandemic, where national border restrictions 

have been in place, and/or international travel restrictions remain, statistics show a higher 

number of New Zealand citizens returning to Aotearoa (Stats NZ, 2020c, paras. 9-11, 13). 

As a result of COVID-19 and worldwide travel restrictions, including for international 

travel, this not only effects the population figures in Aotearoa but also for multiple countries. 

For Aotearoa, these restrictions have some impact on international migration and recent 

migration estimates for the country (Stats NZ, 2020b, paras. 3, 9). According to Stats NZ 

(2021), international migration provisional estimates to the year ended July 2021 shows an 

overall gain of 4,400 with arrivals for the 12-month period being dramatically down 68 

percent in comparison, however, departures are also down by 40 percent (para. 8). These 

indicate people staying in Aotearoa longer; however, migrant estimates could change 

depending on COVID-19 and if people head back overseas (Stats NZ, 2020c, paras. 9, 12). 

Although there is an increased uncertainty for migration statistics, which could last for some 

time, the overall Aotearoa population remains an increasingly diverse demographics; 

therefore, still contributes to a more diverse workplace. 

2.3.2 Stakeholder Theory and Stakeholder Analysis 

Although stakeholder theory is a theory reflective of CSR, in the context of this 

research it is applied to SR. Stakeholder theory includes four different dimensions within 

SR, including stakeholder theory – soft, progressive CSR, triple bottom line/sustainability, 
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and stakeholder theory – hard, as detailed in Figure 2.3 (Brusseau, 2017a). This depicts SR 

actions and decisions as being equally distributed between profit and social/environmental 

welfare, and where profit is not the primary intention, rather is secondary to SR (paras. 5-

6). When looking at business ethics and SR, stakeholders look beyond the shareholders, 

where all stakeholders that are affected by the organisation and their operations are 

considered, rather than the focus being initially on the shareholders then other stakeholders, 

as detailed in Figure 2.4 (Brusseau, 2017b, paras. 1-2). Incorporating stakeholder theory as 

a framework where all stakeholders are equally considered helps further support SR and 

ethical practices, and relevant for implementation within diverse Aotearoa workplaces. 

Using stakeholder theory also has relevance to this research and analysis within this section 

from the perspective of stakeholders using stakeholder analysis. 

Figure 2.3 

Profit and Social/Environmental Engagement 

 

Note: Sourced from Brusseau (2017a). 
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Figure 2.4 

Shareholder and Stakeholder Rights 

 

Note: Sourced from Brusseau (2017b). 

Diverse organisations represented in this research were chosen rather than a specific 

industry; therefore, an in-depth analysis of key stakeholders is conducted. Stakeholders 

include individuals, groups and organisations who have an interest in, can affect or are 

affected by, interact with, or have some influence over, an organisation as they conduct their 

business operations to achieve their organisation’s objectives (Carpenter et al., 2012, pp. 

157, 179; Ghillyer, 2017, p. 24; Hubbard et al., 2018, p. 45; Robbins et al., 2019, p. 35). 

Stakeholders are usually grouped into either internal (those within the organisation), e.g., 

owners, managers, and employees, or external (those not within the organisation), e.g., 

customers, investors, shareholders, suppliers, creditors, competitors, strategic partners, 

government/regulators, interest groups (environment, social); society at large, and 

community (Carpenter et al., 2012, pp. 191-192; Carroll, 1991, p. 44; Ghillyer, 2017, pp. 

24-25; Robbins et al., 2019, pp. 32, 35-38). For this research cohort, relevant stakeholders 

will be evaluated in relation to a stakeholder analysis.  

Stakeholder analysis is a process that can be used “to help understand the 

relationships between an organization and the groups with which it must interact” (Weiss, 

2014, p. 143). When conducting a stakeholder analysis, several steps are considered, e.g., 
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brainstorming and identifying relevant stakeholders, assessing, analysing or prioritising the 

stakeholder’s nature (responsibilities, power, interests, participation, influence, attitudes) 

using an appropriate grid/matrix, and understanding the stakeholders, (motivations, beliefs, 

support, potential conflicts) (Cadle, 2014, p. 103; MindTools, 2018, 0:41, 1:09, 2:18; 

ProductPlan, 2020, 1:06, 1:30, 3:02; Weiss, 2014, p. 143). For this research cohort, the 

researcher used a structured approach for this stakeholder analysis with the basic three step 

process as outlined below. 

1. Identifying Stakeholders 

As identified, stakeholders can be grouped into either internal or external 

stakeholders. When identifying stakeholders as the first step of a stakeholder analysis, these 

are considered in terms of primary and secondary stakeholders based on their relationship, 

e.g., to the organisation; primary and secondary stakeholders could also be key stakeholders 

(Center for Community Health and Development, n.d., para. 4; Weiss, 2014, pp. 139-140, 

143). Primary stakeholders are “directly affected” while secondary stakeholders are 

“indirectly affected” by the organisation, which could be viewed positively or negatively 

(Center for Community Health and Development, n.d., para. 4). Primary stakeholders 

include “owners, customers, employees and suppliers”, while secondary stakeholders are 

“all other interested groups, e.g., consumers, governments, competitors, the public and 

society” (Weiss, 2014, pp. 139-140). These classifications can be further identified as key 

stakeholders, or those considered important to or have a significant influence to the success 

of the organisation, e.g., “funders, government officials, heads of businesses, and 

community figures” (Center for Community Health and Development, n.d., para. 4). 

Diverse organisations with a social/community focus or orientation were considered 

the relevant research cohort for this study. With some slight variations for the three 

organisations, e.g., type and structure, a broad rather than narrow or more specific 

classification of stakeholders was identified, with some appropriate examples provided 

where needed. Based on these characteristic and research cohort of NGOs, charitable trusts, 

incorporated society or limited liability company, relevant primary and secondary 

stakeholders were identified, as detailed in Figure 2.5. 
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Figure 2.5 

Identified Stakeholders: Diverse Social/Community Focussed or Oriented Organisations 

 

 

 

 

 

 

 

 

2. Prioritising Stakeholders 

With key primary and secondary stakeholders identified, further assessment and 

analysis was needed that either considered the four components of legal, economic, ethical 

and voluntary responsibilities as identified by Carroll (1991) and adapted by Weiss (2014, 

p. 147), or considered stakeholders’ interests, influence and participation (ProductPlan, 

2020, 1:35). Within the prioritising stakeholders’ step, regardless of the assessment 

approach used, analysis uses a grid/matrix that considers the power/influence and 

concern/interest to map stakeholders, also known as the power/interest grid (Cadle, 2014, p. 

107; Center for Community Health and Development, n.d., “Stakeholder Analysis”, para. 2; 

MindTools, 2018, 1:10; ProductPlan, 2020, 1:41). The stakeholder analysis and mapping 

grid/matrix is divided into four groups that can also be further classified, using the adapted 

grid in Figure 2.6. 
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Figure 2.6 

Power/Interest Grid 

  

  

 

Note: Adapted power/interest grid as sourced from Cadle (2014, p. 108), Center for Community Health and 

Development (n.d., “Stakeholder Analysis”, para. 3), MindTools (2018, 1:10), and ProductPlan (2020, 1:41). 

From the perspective of diverse social/community focused or oriented organisations, 

the interests, influence and participation of the identified stakeholders were considered, and 

mapped using the adapted power/interest grid in Figure 2.7. 

Figure 2.7 

Stakeholder Mapping: Diverse Social/Community Focussed or Oriented Organisations 
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Within the high power/influence and high concern/interest quadrant, executive 

leadership/management team (EL/MT) was the most important followed by the managers. 

Drawing from the research, (Cadle, 2014, p. 109; Center for Community Health and 

Development, n.d., “Stakeholder Analysis”, para. 6), these stakeholders were acknowledged 

as they care about the organisation and have a vested interest, and have the power to make 

decisions that have the most influence on the organisation, e.g., organisational practices, 

culture and values, that guide behaviours embedded within the organisation; thus, 

determines the success or failure of SR, ethical practices and Te Tiriti principles. The other 

key stakeholder appropriate within this quadrant are the suppliers as funders, particularly for 

NGOs where funders are government departments; therefore, have high power and influence 

for whether the funder supports the service and approves funds for service provision (Center 

for Community Health and Development, n.d., para. 3, “Key Stakeholders”, para. 3). 

Funders also have a vested interest in the organisation, particularly for organisations meeting 

contractual obligations; these contracts also usually incorporate and have reference to Te 

Tiriti.  

For employees and clients/customers, these are grouped within the low 

power/influence and high concern/interest quadrant, where employees would have a higher 

influence and interest to clients/customers. Whether as an employee or client/customer, 

people either want to work for, or use the services of, an organisation that has a good 

reputation and branding, which also develops loyalty (The University of Scranton, n.d. 

paras. 7-10). However, an employee could be more invested and have slightly higher 

influence than a client/customer due to being more frequently involved with the organisation 

as per their employment contract; thus, would have more opportunity and potential to be 

involved with decision making and/or making other contributions to the organisation (para. 

11). 

The high power/influence and low concern/interest quadrant grouped government 

and suppliers (regulators) within this. As government create rules, regulations and 

legislations for Aotearoa society, these influence organisations, and the way in which they 

operate, where they need to meet all legislative requirements to sustain business operations 

(Cadle, 2014, p. 105; Center for Community Health and Development, n.d., “Key 

Stakeholders”, para. 1). This would also be similar for regulators, however, could have a 

higher interest especially if these relate to a specific industry, such as finance. 
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Although community and society are important, especially for diverse Aotearoa 

organisations, both stakeholders were deemed the lowest power/interest and lowest 

concern/interest. Unless there is a direct effect or impact on these groups, they would have 

little to no interaction with these organisations (Center for Community Health and 

Development, n.d., para. 3, “Key Stakeholders”, para. 3, “Stakeholder Management”, para. 

9). 

3. Understanding Stakeholders 

To understand stakeholders, motivations and the alignment of the organisation with 

their own priorities, and whether their view is negative, requires consideration for changing 

stakeholders’ views (ProductPlan, 2020, 3:21). Most primary stakeholders (EL/MT, 

managers, employees, and clients/customers) share similarities, with some differences or 

variations, as outlined in Step Two and Figure 2.7. Often these stakeholders want to work 

in, or be part of, an organisation that aligns with, or reflects similar, values, beliefs, and 

attitudes as their own; they usually have a vested interest in the organisation (The University 

of Scranton, n.d., para. 10). When it comes to societal norms, values and beliefs, these 

stakeholders not only want to meet these expectations, but try to exceed these, occasionally 

also challenging and/or influencing societal norms where positive changes occur. These 

primary stakeholders along with suppliers, particularly funders, want to contribute to 

society, and/or see change through the provision of services offered by the organisation 

(Center for Community Health and Development, n.d., “Key Stakeholders”, para. 3). 

However, due to the level of participation, the influence of these primary stakeholders varies. 

Those who have the most influence are EL/MT and managers, as they are responsible for 

ensuring the organisational culture and values align with the vision, mission and objectives, 

and creating appropriate practices and policies to reflect these to ensure organisational goals 

and objectives are attained. In contrast, participation by a client/customer would be limited 

where their participation is based more on their choice of service. Utilising this, 

clients/customers who know an organisation’s values and where they stand in terms of SR, 

especially if the values, beliefs and attitudes are similar to their own, would use the service 

and become loyal to the organisation (The University of Scranton, n.d., paras. 7-9). 
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2.3.3 Summary: Industry Analysis 

From this industry analysis, the research provides a sound background to the 

increasingly diverse Aotearoa demographic population, and impact this has on organisations 

and diverse workplaces. Within stakeholder theory and stakeholder analysis, justification is 

given for these two approaches and links they have to each other. A clear differentiation of 

using stakeholder theory that reflects SR rather than CSR is also provided. Furthermore, 

stakeholder analysis not only outlines the process used, but also identifies the primary and 

secondary stakeholders relevant to this research, based on diverse Aotearoa organisations 

with a social/community focus or orientation. 

2.4 Conclusion 

By considering the theoretical construct of SR, the researcher gained broader 

understanding for the historical context of this theory, and progress since the 1950s. This 

gave broader context and background for SR, and further highlighted relevance and 

appropriateness as the theoretical construct for this research. For the Aotearoa context, Te 

Tiriti as the bicultural foundation and its principles also needed to be applied as this has 

some significance to the overall research topic Bicultural, specifically Māori, values in a 

diverse Aotearoa/NZ workplace. Providing the perspective of Te Tiriti and Te Tiriti 

principles demonstrated the relevance of this, not only as a framework in its own right, but 

how Te Tiriti sits nicely within SR and ethics, as complementary to these theories and 

concepts. Using Te Tiriti, being socially responsible and having ethical practices within 

diverse Aotearoa organisations can work as a collective approach, which add another 

dimension to this research topic, aim, objectives and questions. 

Conducting an industry analysis for the research cohort, based on organisations with 

a social/community focus or orientation, identified diverse stakeholders with different 

influences or needs. Identifying diverse Aotearoa demographics also acknowledged the 

impacts and contributions this has on diverse workplaces now, and in the future, particularly 

with the current COVID-19 environment businesses currently operate in. Having applied 

stakeholder theory to SR and conducting a stakeholder analysis, the researcher was able to 

grasp a broader understanding, application, and relevance to the research topic. Identifying 

different stakeholders of the research cohort gave better understanding for how each has 

power/influence and concern/interest in diverse organisations with a social/community 
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focus or orientation. Although differences among stakeholders were identified, there were 

also similarities, including their motivations. This has an impact on the extent of 

stakeholders involvement, or otherwise, in an organisation that is socially responsible, has 

ethical practices, and incorporates Te Tiriti principles within their organisational practices. 
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Chapter Three: Literature Review 

A literature review was completed as part of the MGT803 paper as the research 

methodology component of the Master of Applied Management qualification, of which this 

research thesis is the final element. Substantial amendments have been made from the 

original literature review; however, due to this being a prerequisite paper for this 

qualification, self-citation was not required.  

Within Chapter Three, the literature review provides an evaluation and summary of 

relevant research relating to the chosen topic to help gain an understanding of existing and 

published research. The fields of literature provide the context and relationship for 

conducting this study, and contribution this will make to the topic and further research, with 

seven key areas discussed relevant to this research Bicultural, and specifically Māori, 

values, in a diverse Aotearoa/NZ workplace. 

3.1 Introduction 

From a global perspective, explanations define biculturalism and bicultural 

individuals and multiculturalism and multicultural individuals, and the relationships these 

have to diverse workplaces, followed by a summary. Additionally, an evaluation and 

summary of research from an Aotearoa context provides the background and relationship to 

increasingly diverse demographics, Te Tiriti, biculturalism and multiculturalism. A focus on 

diversity and Aotearoa context provides discussion for further understanding and correlation 

to this research topic, including cultural diversity and population diversity, which also 

influences and/or relates to bicultural[ism] and multicultural[ism]. Finally, as the study seeks 

to identify the importance, and determine factors that limit organisations, in the 

development and implementation of bicultural, and specifically Māori, values within a 

diverse Aotearoa workplace, a review of existing Māori values in organisations (MVO) and 

other relevant research, e.g., frameworks and approaches organisations use, are also 

evaluated and summarised. Concluding statements for the literature review are given. 

This review shows substantial global research has been conducted on biculturalism 

and multiculturalism, and notes impact of these on countries with changing demographics 

and populations due to post-colonisation, migration, and immigration. Several studies, 

(Benet-Martínez, 2012; Brannen & Thomas, 2010; Cornell, 2006; Hartmann et al., 2018; 
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Nguyen & Benet-Martínez, 2010; Robinson, 2019; Vernon, 2016; Vora et al., 2019), provide 

insights from a global perspective. The literature also acknowledges the Aotearoa context 

where different implications exist due to the Māori-Pākehā bicultural relationship and 

foundation based on Te Tiriti and Te Tiriti principles, participation, partnership, and 

protection.  

Like other countries, Aotearoa is a more diverse nation due to demographic and 

population changes post-colonisation from migration and immigration. Previous studies 

provide understanding and awareness in these areas, from the Aotearoa bicultural foundation 

and viewpoint. Currently, the body of Aotearoa research, literature, and knowledge base 

available is limited, with several relevant studies either focusing mostly on MVO or within 

defined parameters, e.g., predominantly or exclusively Māori participants, Māori business 

settings, or specifics of frameworks and approaches used are not detailed. Therefore, 

consideration should be given to these and Bicultural, and specifically Māori, values in a 

diverse Aotearoa/NZ workplace, and the importance in developing and implementing these 

within organisational practices. Overall, this literature review provides the foundation for 

understanding existing and published research, and identifies the gap in knowledge to justify 

this study. 

3.2 Search Strategy 

The search strategy initially considered keywords related to an Aotearoa perspective. 

Some keywords used a truncation technique to broaden the search to find and include other 

alternative word endings by adding the truncation asterisk symbol with the word (Southern 

Institute of Technology [SIT], n.d., p. 2). 

Keywords searched included, but were not limited to, Māori values, bicultur* [to 

include biculture, bicultural, biculturalism], multicultur* [to include multiculture, 

multicultural, multiculturalism], Aotearoa/NZ, divers* [to include diverse, diversity], and 

workplace. Databases searched were ProQuest, EBSCoHost, Kiwi Research Information 

Service, and Te Ara: The Encyclopedia of New Zealand. Ebook Central and Google Scholar 

were also used as other avenues to source information. Sources included peer reviewed 

journal articles, books, theses, and dissertations, with under 100 sources meeting the search 

criteria; the earliest source was dated from 1983 to the present; the majority published within 

the last 10 years.  
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A wider global context for bicultural[ism] and multicultural[ism] search was also 

conducted, limited to ProQuest and EBSCoHost databases, together with Google Scholar 

and Ebook Central. Keywords, including truncation, were initially focused on bicultur* 

[biculture, bicultural, biculturalism] and multicultur* [multiculture, multicultural, 

multiculturalism]. The sources included peer reviewed journal articles, books, theses and 

dissertations. Initial results identified approximately 6,000 sources, which were reduced to 

approximately 600 by narrowing the search to include other keywords, such as, but not 

limited to, divers* [diverse, diversity], and workplace, of which approximately one quarter 

were published in the last five years.  

Although limited older sources were found for the Aotearoa context, these were not 

used; however, older sources were used for the global perspective. Sources retrieved and 

identified as the most relevant for this study are listed in the references and provide the 

foundation of the literature review. 

3.3 Biculturalism and Multiculturalism: A Global Context 

A broad perspective to ground understanding of biculturalism and multiculturalism, 

acknowledges several aspects. These include the impact on Indigenous peoples and peoples 

from ethnic minority groups, migrant/immigrant; influence of acculturation or cultural 

responsiveness; importance of identity for bicultural and multicultural individuals; and 

implications, challenges and opportunities for organisations and a diverse and global 

workforce.  

With changing demographic shifts intra- and internationally, the more prevalent 

global economy and business activities among multiple countries, and ethnic and/or 

religious warfare within some continents, “the idea of biculturalism or multiculturalism has 

come into sharper focus” (Dennis, 2008, p. 9). Global perspectives and discourse about 

biculturalism and multiculturalism (and as an extension, acculturation), provides some 

extensive research that grounds several perspectives. Biculturalism and multiculturalism are 

not new concepts; however, research found differences of viewpoints in definitions; 

similarly, also applies to other key terms, i.e., bicultural, and multicultural. Whether 

individuals identify as bicultural or multicultural, can have both positive and negative 

implications; however, this can also be an advantage within workplaces when dealing with 
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diverse stakeholders, internally and externally, including from a global workplace 

perspective. 

3.3.1 A Global Perspective  

Globally, the world has changed, with global business operations and markets, 

migration and immigration, where economic, social, and cultural changes have occurred for 

many countries. This impacts on workplaces becoming more culturally diverse, and where 

the world could be perceived as “a more connected and interdependent place” (National 

Geographic Society, 2019, paras. 1-2) or a “globally connected world” (Vora et al., 2019, p. 

499). The researcher agrees with these statements to some extent, where there are diverse 

groups globally, within countries, societies, and workplaces; therefore, interdependence and 

connection exists where people and businesses rely on each other and connect globally 

through technology. Prior to the global COVID-19 pandemic (World Health Organisation, 

n.d.), people were more mobile through international travel, migration and immigration, 

further changing demographic populations within countries, until border and travel 

restrictions were imposed by many countries, such as Aotearoa (Ministry of Foreign Affairs 

and Trade, 2021; New Zealand Government, n.d.).  

Countries in the 21st century give the impression societies are not well-integrated, 

are fractured and disengaged, or lack acceptance of differences, where Indigenous peoples 

and other ethnic/cultural minority groups are still disadvantaged in many countries. This is 

evident with recent protests and movements impacting or influencing other countries, 

particularly for Indigenous peoples, ethnic/cultural minority, or other disadvantaged, groups, 

which have been highlighted and reported by media since the 2020 Black Lives Matter 

(Boucher & Chisholm-Burns, 2020; Capurri, 2021; Johnson, 2020; Mason, 2021). With a 

more global perspective and awareness, people are influenced to perceive not only 

themselves and others, but also the world around them (Benet-Martínez, 2012, p. 1; Nguyen 

& Benet-Martínez, 2010, p. 2;). Thus, a greater understanding of different cultures is needed 

nationally and internationally, and from a societal and individual perspective. 

Simultaneously, the increasingly diverse demographic population has changed the way 

biculturalism and multiculturalism are viewed. 

These changes generate further implications for biculturalism and multiculturalism, 

especially where indigenous-led movements have given opportunities for Indigenous 
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peoples or ethnic minority groups to seek restitution for past and ongoing injustices (Haque, 

2014; Vernon, 2016); this is more so for Canada, United States and Aotearoa where Treaties 

signed between Indigenous peoples and settler/coloniser nation exist. While these countries 

have treaties in place, Canada, along with other nations, (Australia and Netherlands), have 

further formally adopted multiculturalism as an official policy, with varying reasons for this 

(Benet-Martínez, 2012, p. 5). This still presents issues for countries. For example, in Canada, 

although declared multicultural, this was within a bilingual framework based on the English 

and French being the dual founders; leaving the Indigenous peoples as First Nation status 

explicitly out “of the new formula for national belonging” (Haque, 2010, p. 121).  

In terms of cultural relevance in Western contexts, Coates (2018) found immigrants 

welcomed in countries that promote multiculturalism, were expected to either adopt or fit 

into the mainstream culture; therefore, these communities choose to “remain on the fringes 

of mainstream society” (p. 18). Kastoryano (2018) noted some European countries where 

settlement of migrants from ethnic minority groups has occurred through migration and 

immigration, e.g., Germany and France, have policies in place to promote multiculturalism 

where diversity is acknowledged, and an integration policy exists where migrants are 

considered co-citizens (p. 2). However, despite the integration of policies and promoting 

multiculturalism, the economic situation has not improved for migrant populations from 

ethnic minority groups (p. 2). 

Another noteworthy theme of biculturalism and multiculturalism is the relationship 

and link these have with the terms bicultural and multicultural. Nguyen and Benet-Martínez 

(2010) stated these “are typically used to describe individuals, [although] can also be used 

to describe nations (e.g., bicultural Canada), and institutions and policies (e.g., multicultural 

education)” (p. 5). Subsequently, a more complex and competitive environment for 

organisations exits; more so when operating on a global scale (Brannan & Thomas, 2010, p. 

11). For bicultural and multicultural individuals, they have unique skills, abilities and 

resources from their cultural knowledge and competencies to draw from, which allows them 

to better adapt their behaviour, navigate multiple cultures, and integrate and function within 

different cultural contexts and cross-cultural settings, more than monocultural individuals. 

They also make other contributions to the workplace that benefit organisations (Brannen & 

Thomas, 2010, p. 14; Chand & Tung, 2014, p. 770; Claussen & Keita, 2014, p. 60; Sims & 

Carter, 2019, p. 108). 
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3.3.2 Defining Biculturalism and Being Bicultural 

According to Nguyen and Benet-Martínez (2010) biculturalism was defined as “a 

more specific term referring to exactly two cultures” (p. 5). As an extended view, Schwartz 

and Unger (2015), noted “biculturalism represents comfort and proficiency with both one’s 

heritage culture and the culture of the country or region in which one has settled” (p. 26), 

while also “behaving in ways consistent with the two cultural contexts, but also holding 

values from one’s heritage and receiving cultural streams, as well as identifying with both 

cultures” (p. 26). This perspective was supported by Vora et al. (2019, p. 502) who also 

acknowledged that acculturation literature “views the ability to function in two cultures as 

being the essence of biculturalism” (p. 504). Guy (1999) extended the discussion, regarding 

biculturalism as a society living with multiple cultures who coexists and thrives (p. 13). 

Simultaneously, there is a need to reject monocultural norms and practices by restructuring 

cultural and social processes that are inclusive, rather than individuals with minoritised 

identities having to adjust their behaviours to fit into the monocultural perspectives (p. 13). 

Similar viewpoints were promoted by Sims and Carter (2019, p. 105). However, a common 

theme with biculturalism, identified by Brannen and Thomas (2010), is that many bicultural 

individuals frequently experience shifting “between their cultural identities in different 

situations, which is called frame switching” (p. 8). Through their research, they acknowledge 

researchers also recognised “biculturalism is complex and multidimensional and that there 

may be many different ways of being bicultural” (p. 9).  

Other perceptions of biculturalism can present confusion in terms of becoming 

bicultural or a biculturalist, by having to either behave consistently from two cultural 

contexts while identifying with both cultures or being more at ease, or identifying more with 

one of the two worldviews, impacting the way people experience or manage their bicultural 

identities (Brannen & Thomas, 2010, p. 7; Dennis, 2008, p. 18; Vora et al., 2019, p. 503). 

Hong et al. (2000, p. 170) and Robinson (2019, p. 130) shared similar viewpoints of 

bicultural individuals who are usually described as people “who have internalized two 

cultures to some extent”, and that there is movement and active engagement between the 

two cultures – their culture of origin and the new culture – which is also consistent with 

frame switching. Research by Fitzsimmons (2013) explicitly stated bicultural individuals 

were “those who internalized two cultural schemas” (p. 526), while Clausen and Keita 

(2014) stated bicultural individuals were those “who have internalized two or more cultures” 
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(p. 58). Hartmann et al. (2018), who researched young American immigrants and their 

transition into adulthood, found bicultural identity is “an amalgamation of ‘two ethnicities’ 

and ‘two very different ways of looking at the world’” (p. 338), while also having a status 

“of being both American but also a racial ethnic minority” (p. 340).  

3.3.3 Defining Multiculturalism and Being Multicultural 

Multiculturalism has prompted significant academic debate and been critically 

reviewed (Dennis, 2008, p. 181). Dennis viewed multiculturalism as “a set of popular and 

pedagogical discourses about the benefits of recognizing and embracing differences in 

diverse societies” (p. 181). Nguyen and Benet-Martínez (2010) considered the broader term 

for multiculturalism as referring to many or multiple cultures, such as two, three, or even 

four, and can be used to recognise immigrant groups from distinct cultures (p. 5). Benet-

Martínez (2012) later reported many definitions for multiculturalism with varying 

perspectives, ranging from “general terms (i.e., based on demographic characteristics) to 

psychologically specific conceptualizations (i.e., cultural identifications or orientations)” (p. 

3), and also Indigenous peoples from settler or colonised nations (p. 3). From another global 

perspective, Uzo and Meru (2018) found multiculturalism is “a result of the broadening and 

influential aspects of globalisation and cross-cultural interactions, in business and society, 

both aspects of which are intertwined like two sides of a coin” (p. 233).  

From these perspectives, the researcher agrees multiculturalism encompasses more 

than one meaning. Several considerations are needed, depending on the context and other 

contributing factors. In the Aotearoa context, aspects of multiculturalism as detailed above, 

have some specific relevance, with more than two cultures; indeed, multiple cultures and 

ethnic groups exist in Aotearoa. The researcher further agrees that recognising and 

embracing differences in diverse societies should be acknowledged, including ethnic 

minority groups. Additionally, where Indigenous peoples are the first nations or tangata 

whenua, these groups should be acknowledged and recognised as this without being grouped 

within the realm and context of multiculturalism. 

More recently, Vora et al., (2019) found multiculturalism used identification as the 

most common component to conceptualise this (p. 505). Identification of being, or 

considered as, multicultural, also encapsulate earlier multiculturalism research. To be 

considered multicultural a person needed to be at least one of the following – of mixed race 
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or ethnicity; had lived in more than one country; was raised in another culture additionally 

to the dominant mainstream culture; and/or be in an intercultural relationship (Benet-

Martínez, 2012; Padilla, 2006; Vora et al., 2019). This reflects similar views of Brannen and 

Thomas (2010, pp. 6, 9, 11, 14) and Fitzsimmons (2013, p. 525), who defined 

multiculturalism identification to also include individuals who have, recognised by birth, 

acquired, internalised, or identified with “more than one culture” to be considered 

multicultural. Nguyen and Benet-Martínez (2010) found multicultural identity is only one 

aspect of the “multidimensional notion of multiculturalism” (p. 5), and the individual is not 

only a person “who has been exposed to and learned more than one culture” (p. 5), but also 

has “an attachment with and loyalty to these cultures” (p. 5). Another viewpoint by Coates 

(2018) sees the diversity and heterogeneity that exists both within and across cultures also 

needs to be taken into account, and that “a person can move between cultures and be 

multicultural” (p. 103), which may result in people embracing “divergent world views and 

contradictory perspectives and values” (p. 103).  

3.3.4 Summary: A Global Context 

Global research encompassing biculturalism and multiculturalism confirmed 

colonisation of Indigenous peoples, migration and immigration, and more recently global 

business environments, have often been the catalysts for these studies as the demographics 

and diversity within nations, and therefore workplaces, have consequently changed. For 

some countries, Treaties were formed with Indigenous peoples to portray the concept and/or 

ideology of biculturalism or being a bicultural nation, with other nations going further by 

formally adopting multiculturalism and ideology of being a multicultural nation. Although 

a Treaty and/or policies exist, these have often been to the detriment of the Indigenous 

peoples’ rights and treatment. Furthermore, migrants/immigrants from ethnic minority 

groups are also disadvantaged, due to the impact of acculturation of hegemonic cultural 

norms imposed by the dominant Western culture, which still currently exist. This has 

implications for understanding biculturalism and being bicultural, and multiculturalism and 

being multicultural. Research from a global perspective illustrates similarities and 

differences within the Aotearoa context that resonates or contrasts existing literature. 

Biculturalism and being bicultural research found several variations defining these. 

Global research was, however, consistent and related to two cultures, the ability to function 

within two cultures, or able to switch between two cultural identities. Multiculturalism and 
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being multicultural research found many different definitions, including as a consequence 

of post-colonisation, migration, and immigration, and sometimes also applied to Indigenous 

peoples. Research also highlighted subtle differences from bi- to multi, which looked further 

than two cultures and included multiple cultures. Multiculturalism and multicultural 

individuals were also from a broader perspective, with individuals having multiple cultural 

heritages and backgrounds, or people who acquired, internalised or identified with multiple 

cultures through lived experiences in a multicultural society or environment. Biculturalism 

and multiculturalism research notes these to be multidimensional and that bicultural identity 

and multicultural identity are just one aspect within these. 

Being bicultural with a bicultural identity, therefore, has implications for bicultural 

individuals and other people within the society to which they belong. This creates different 

perspectives and abilities for bicultural individuals to engage or adjust to different settings, 

often more easily than monocultural individuals. Like bicultural individuals, multicultural 

and multicultural identity also suggests multicultural individuals have different perspectives 

and worldviews, allowing multicultural individuals to more easily engage with, and adapt to 

different settings. With additional, unique cultural perspectives held by bicultural and 

multicultural individuals, organisations are realising the advantages this brings within 

competitive global and diverse workplaces and across cross-cultural operations. By allowing 

individuals access to several different ways of negotiating their identities, society and 

organisations can benefit from these unique skills and abilities (Brannan & Thomas, 2013, 

p. 14), including within diverse workplaces. This global grounding will illustrate slightly 

different perspectives of biculturalism and multiculturalism within Aotearoa. 

3.4 Aotearoa/New Zealand Context 

For supposedly wealthy countries, settler/colonised by European nations, e.g., 

United States, Australia, NZ, and Canada (Cornell, 2006, p. 1), biculturalism and 

multiculturalism has implications for their Indigenous peoples. Cornell’s research found 

Indigenous people and groups within each of the above-mentioned countries to be “among 

the poorest citizens”, and predominately from a lower socio-economic background (pp. 1, 

4-5). Other similarities among these nations, predominantly because of colonisation, include 

indigenous displacement, loss of resources, indigenous economies, and cultural heritage or 

identity; decline in population (pp. 5-6); and being “overrepresented in negative social 

indicators…, and underrepresented in positive ones” (Justice, 2018, p. 4). For these and other 
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countries, e.g., Africa, as settler/colonised nations, changed population demographics are 

further highlighted. Acculturation of hegemonic cultural norms, imposed by the dominant 

culture, disrupted and uprooted the indigenous way of life, not only magnifying cultural 

differences and identity conflict, but also creating injustices and violations to indigenous 

rights, marginalising Indigenous peoples, many who continue to resist the treatment and 

consequences of colonialism (Haque, 2014, p. 121; Nguyen & Benet-Martínez, 2010, p. 19; 

Uzo & Meru, 2018, pp. 107, 140, 145; Vernon, 2016, pp. 81-82).  

Like many post-colonised countries, and more recently migration and immigration, 

the Aotearoa population size has altered, and, consequently, changed ethnic groups “from 

predominately Māori until 1860 to predominantly Pākehā [with] today’s multi-ethnic 

composition [being] a relatively recent development” (Pool & Jackson, 2018, para. 4). Since 

the 1908 Census, Māori represented five percent and the population was “dominated by 

settlers from Europe, mainly the United Kingdom” (Stats NZ, 2020c, para. 19). Now, with 

an increasingly diverse population, many people choose to migrate to Aotearoa for several 

reasons, including “work and education opportunities, [and] also staying and raising families 

here” (Hollows as cited in Stats NZ, 2020a, para. 5). Current statistical data, including 

projections to 2038, shows these changes through migrant population and their off-spring, 

and increased birth rates for all ethnic groups, indicates growth of different cultural values, 

which could also be a catalyst into the national, regional and local Aotearoa contexts, 

including within diverse workplaces. 

3.4.1 Biculturalism and Bicultural Understanding in Aotearoa 

The viewpoint of biculturalism in the Aotearoa context is quite specific compared to 

the global perspective. As discussed previously (Chapter Two), Te Tiriti is the founding 

document for Aotearoa bicultural foundation, implying a “notion of biculturalism as 

foundational nationhood” (Terruhn, 2012, p. 3). Terruhn further acknowledges “Aotearoa 

New Zealand has been grappling with biculturalism” (p. 3) and has seen “much debate about 

biculturalism” (p. 3) or “the idea of biculturalism is debated” (Hayward, 2012, p. 1). These 

debates often related to demographic and population shifts and legislation, specifically the 

1987 Immigration Act to attract skilled migrant workers (Terruhn, 2012, p. 3). Although a 

bicultural foundation exists, Liu (2007) claimed Aotearoa is “demographically multicultural, 

formally bicultural, and with a few exceptions, institutionally monocultural” (Slide 24).  
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Much Aotearoa literature provides substantial evidence and research acknowledging 

and/or recognising Māori as the Indigenous people and tangata whenua (Bathurst & 

Edwards, 2011, p. 64; Gordon-Burns & Campbell, 2014b, p. 27; Harr & Brougham, 2013, 

p. 873; Harris et al., 2016, p. 50; Jolly et al., 2015, p. 9; Love, 2017, p. 1; Mika & O’Sullivan, 

2014, p. 648; Multicultural New Zealand, 2015, p. 7; Peace & Spoonley, 2019, p. 100; Pio 

et al., 2014, p. 683; Pringle & Ryan, 2015, p. 478; Rigby et al., 2011, p. 121; Spiller & 

Stockdale, 2012, p. 3; Spiller et al., 2011a, p. 154; Terruhn, 2012, p. 2; Thorns et al., 2010, 

pp. 103, 118). Other Aotearoa research has found biculturalism is either associated with, or 

based on, Te Tiriti as the founding document and foundation for relationships between two 

partners, i.e., bicultural relationship between Māori and Pākehā/Tauiwi. However, the 

emphasis and increased focus on biculturalism are due to Māori renaissance since the 

1960s/1970s, and claims and settlements of Te Tiriti between Māori and the Crown, based 

on the partnership principle, and mandates through Government legislation/policies 

(Bathurst & Edwards, 2011, p. 67; Gordon-Burns & Campbell, 2014a, p. 23; Hayward, 

2012, p. 1; Pringle & Ryan, 2014, p. 474; Thorns et al., 2010, p. 99).  

Global research identified bicultural individuals and explicitly defined this. From the 

Aotearoa context, research focused more on biculturalism or viewed bicultural from the 

bicultural partnership between Māori and Pākehā; a bicultural society; Aotearoa bicultural 

nation or bicultural environment; or bicultural practice, e.g., education, health, or social 

work (Bathurst & Edwards, 20112; Gordon-Burns & Campbell, 2014a, 2014b; Thorns et al., 

2010). Although ‘bicultural’ explicitly infers Māori and Pākehā, it is not obviously stated in 

terms of cultural identity nor has references to other individuals who consider themselves 

bicultural. Hayward (2012) however, made reference to early “Pākehā-Māori (Pākehā who 

lived in Māori communities) [that] were among the first bicultural people, who were 

comfortable in both groups” (p. 2).  

Stewart’s (2018) biculturalism in NZ briefing paper stated, “biculturalism takes a 

unique form in each social context” (para. 4) and argues not much can be learnt from 

international literature in the Aotearoa context, “where the Māori-Pākehā relationship is 

primary” (para. 4). Stewart further found “the best explanation is to understand biculturalism 

as a relationship in which the social and intellectual histories of two (or more) peoples are 

intertwined over many generations” (para. 1), which is part of the “social landscape and 

national discourse of Aotearoa” (para. 4). Furthermore, Hayward (2012, p. 1) and Stewart 

https://teara.govt.nz/en/glossary#P%C4%81keh%C4%81
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(2018, para. 1) made similar points where some see biculturalism as not being enough in 

terms of Māori or supporting Māori culture and self-determination, and multiculturalism or 

being an official multicultural society should be recognised and substituted. Gaining broader 

understanding and importance of biculturalism and Aotearoa bicultural identity could help 

decrease negative undertones for people working within diverse workplaces, both nationally 

and internationally, which could benefit organisation’s by providing a more inclusive 

workplace where diversity and differences are embraced. This highlights a gap where further 

understanding and knowledge can be gained, including the importance of Te Tiriti, Te Tiriti 

principles and Aotearoa bicultural foundation. 

3.4.2 Multiculturalism and Multicultural Understanding in Aotearoa 

Several debates surround multiculturalism and being multicultural. With confusion 

and deficient understanding of biculturalism and multiculturalism, the ideology of the 

Aotearoa bicultural foundation as a nation is further undermined when not considered; rather 

multiculturalism is considered as the replacement to reflect the current situation (Stewart, 

2018). Although multiculturalism would acknowledge Aotearoa demographically as a 

multicultural Western democracy (Pringle & Ryan, 2015, p. 474), the unique bicultural 

foundation is often misplaced or forgotten.  

Like the global perspective, post-colonisation, migration, and immigration also 

apply to Aotearoa resulting in more diverse populations and demographics, as highlighted 

in earlier statistical data. For Aotearoa, multiculturalism is not a new concept; with steady 

migration since 1900, significant increases in 1960s-1970s, and again since mid-1980s as 

shown in Table 2.1. The increases were initially Pacific Islands peoples, then other countries 

from the mid-1980s (Philips, 2015, p. 13); thus, creating the multicultural idea and 

multiculturalism in Aotearoa, which originated in Canada then Australia in the 1970s (p. 3). 

This influences thinking and understanding of multiculturalism where many people believe 

Aotearoa should be considered a multicultural nation (Hayward, 2012, p. 3), based on 

multiple ethnic groups and people often identifying with two or more ethnic minority groups. 

There are other concerns for defining multiculturalism for Aotearoa that differ from 

global perspectives, as evidenced by Aotearoa literature on migrant/immigrant peoples from 

ethnic minority groups. On one side, ethnic minority groups’ perspectives relate to their 

uncertainties about where they fit in Aotearoa society in terms of Te Tiriti and the Māori- 
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Pākehā relationship (Multicultural New Zealand, 2015, p. 10). Simultaneously, their 

concerns identified the lack of recognition of Māori; racism towards Māori and other 

prejudice for ethnic minority groups; and that Māori could be further marginalised in a 

multicultural society and included within other ethnic minority groups (p. 10). These concur 

with the researcher’s viewpoint, also supported by other research, where fundamentally, 

multiculturalism does not always consider the Indigenous people and their rights, or other 

more recent ethnic minority peoples who migrate. Here, Māori could be seen as just another 

ethnic minority among others, which impacts both groups in terms of access to resources 

and opportunities; similarly, ethnic minority groups who migrate/immigrate also struggle to 

find their place in a bicultural nation (Terruhn, 2012, p. 4; Thorns et al., 2010, pp. 102-103).  

Consequently, national, and multicultural identity are further blurred, alongside what 

should constitute the Aotearoa identity (Thorns et al., 2010, p. 108), while still 

acknowledging and maintaining the historical context and importance and understanding of 

this. From one respect, multiculturalism and biculturalism are seen to be part of the same 

model, with biculturalism outdated and multiculturalism fundamentality not appropriate 

(Terruhn, 2012, p. 8). However, the researcher also agrees understanding multiculturalism 

and people who identify as multicultural can be truly achieved by starting with biculturalism 

and unique Aotearoa bicultural foundation and Māori- Pākehā/Tauiwi partnership, where 

Māori as tangata whenua is recognised (Moka, 2019, para. 6). Although an overlap between 

biculturalism and multiculturalism exists, these stem from different ideologies and 

principles, particularly within the Aotearoa context. Thus, starting with a bicultural lens as 

a solid foundation, and understanding the importance to Aotearoa, can broaden perspectives 

to bridge the gap of knowledge for both biculturalism and multiculturalism, and application 

of these within diverse workplaces to become more inclusive embracing diversity and 

differences. The importance people place on these also needs investigation, identifying 

another gap where further research is needed. 

3.4.3 Summary: Aotearoa/New Zealand Context 

Research confirms Te Tiriti is the founding document and shaped the Aotearoa 

bicultural foundation, which influences understanding of biculturalism and 

multiculturalism. Like the global perspective, both biculturalism and multiculturalism are a 

consequence of post-colonisation, migration, and immigration, from changed population 

demographics, resulting in implications for the Indigenous Māori people. Regardless of Te 
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Tiriti being signed, acculturation of hegemonic cultural norms was imposed resulting in 

disadvantages for Māori, and more recently, other ethnic minority groups. Unlike the global 

perspective, Aotearoa research explicitly identifies Te Tiriti as the bicultural foundation 

from which biculturalism and bicultural identity stems from, specifically being Māori- 

Pākehā/Tauiwi; although perceptions could be interpreted as exclusive or that other 

bicultural or cultural identities could be excluded. Multiculturalism and multicultural 

identity understanding and application in Aotearoa could have several implications for how 

Indigenous Māori people, and ethnic minority peoples who migrate or immigrate, are seen 

or view themselves without being grouped together. This further identifies the gap and 

discrepancies for understanding of biculturalism and bicultural identity and multiculturalism 

and multicultural identity in the Aotearoa context.  

More recently in Aotearoa, due to legislative changes and government’s focus on 

their Te Tiriti obligations, many organisations now try to reflect and incorporate Te Tiriti 

principles within workplace practices or more integrated within the kākahu/“cloak” (Biggs, 

2012, p. 98) of Aotearoa, with the intentions of improving relationships and partnerships, 

specifically with Māori as tangata whenua. Although this occurs within some organisations, 

it does not apply to all. For organisations that incorporate Te Tiriti principles, broader 

understanding of these principles can be gained, especially for people who are 

migrants/immigrants. However, research does not exclusively identify the level of 

importance placed on Te Tiriti and reasons for incorporating this within business practices, 

or strategies or approaches used for implementation. This highlights the lack of importance 

placed on learning and understanding the Aotearoa bicultural foundation and Te Tiriti, or 

application of this within diverse workplaces as an approach or framework used to bridge 

the gap in understanding biculturalism and multiculturalism for Aotearoa. 

3.5 Diverse Workplaces in Aotearoa/New Zealand 

Aotearoa has several ethnic groups and other population demographics contributing 

to the diverse nation (Chapter Two). Diversity includes a diverse society and workplaces, 

which encompasses age, disability, gender, and sexual orientation, and ethnic/cultural 

diversity (Ritu Parna et al., 2020, pp. 4, 6). Alongside changing demographics within 

countries, an expanding global economy and associated business activities also increase the 

likelihood of more diverse workplaces. For this study, although other aspects of diversity 

are just as important, discussion focusses on ethnic/cultural and population diversity, as this 
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encompasses recognition of ethnic diversity for Māori as tangata whenua and the growth of 

ethnic minority groups (p. 4). Within diversity research, several factors, including historical 

and social, need consideration, and interactions among these which shape diversity and 

cultural diversity practices (Pringle & Ryan, 2015, p. 470), while also noting the inequalities 

that exist within population diversity (Collins, 2019, p. 6). Coates (2018) identified many 

trends within diversity, such as “multiculturalism, cultural and ethnic sensitivity, and cross-

cultural, transcultural, and anti-oppressive practices” (p. 4). 

Being geographically isolated, Aotearoa relies on ethnically diverse people and 

migrant workers, and international and global markets; this further contributes to diverse 

workplaces. Having ethnically diverse people brings other perspectives, cultural knowledge, 

and competencies to workplaces, and has the potential to increase opportunities and ability 

for organisations to conduct business activities and operate in international markets. 

However, it may be challenging for organisations to manage people from diverse 

backgrounds, while working within a diverse workplace. Further research (Clausen & Keita, 

2014; Collins, 2019; Fitzsimmons et al., 2017; Rana & Culbreath, 2019; Thorns et al., 2010; 

Terruhn & Rata, 2019) also considers ethnic diversity reflects a bicultural and/or 

multicultural perspective, and the benefits these employees bring to workplaces, both 

nationally and globally. Simultaneously, research on cultural and population diversity 

highlights similar perspectives in other bicultural[ism] and multicultural[ism] literature, or 

application and understanding of these terms within the field of diversity research. 

3.5.1 Bicultural and Multicultural Employees 

Claussen and Keita (2014) noted bicultural employees in corporations and 

multicultural teams showed they “were positively acknowledged and viewed as leverage in 

international business” (p. 59). They also found several “multinational corporations have 

discovered the potential of bi- and multi- cultural people” (p. 60), where bicultural and 

multicultural individuals draw from their cultural knowledge and competencies. In 

contemporary research Chand and Tung (2014, pp. 769-770) studied bicultural identity and 

economic engagement, and later, Fitzsimmons et al. (2017, pp. 63-64) studied multicultural 

employees in international organisations, revealing bicultural and multicultural employees, 

respectively, can help organisations operate across countries and cultures, forming and 

managing social networking and capital over multiple groups. This contributes to economic 

engagement, and facilitates cross-border trade and investment. As Chand and Tung (2014) 
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stated this would particularly apply to expatriate duties abroad when individuals work 

between their country of residence and country of origin (pp. 763, 769). The perspectives 

bicultural and multicultural employees bring to diverse workplaces could, therefore, help 

organisations in several areas, including creating positive outcomes related to cultural 

diversity; understanding of culturally diverse individuals within organisations; and 

advantages and challenges faced within a global workplace (Fitzsimmons et al., 2017, p. 

64), while also mitigating some of the challenges these employees or employees within 

international organisation’s face. 

3.5.2 Ethnic/Cultural and Population Diversity 

Cameron and Poot (2019) considered ethnic diversity and ethnic population in 

Aotearoa based on census data since 1945. They acknowledged the importance of 

understanding past trends for Aotearoa, particularly within the regions where ethnic and 

population diversity exists. They also identified the need to look at future ethnic and 

population projections and understand the impacts these will have, nationally and regionally, 

on Aotearoa, which will be important for planning and policy purposes (p. 42), including 

within diverse workplaces. 

Previous research on ethnic/cultural and population diversity for Aotearoa also 

considers the country’s uniqueness where biculturalism is based on Māori and Te Tiriti, 

while migration relates to multiculturalism (Collins, 2019; Pringle & Ryan, 2015; Rana & 

Culbreath, 2019; Thorns et al., 2010). Although multiculturalism is applicable, biculturalism 

is often also grouped within this, rather than exclusively identified. For ethnic/cultural 

diversity, this again challenges the Aotearoa national identity and ability to “express and 

acknowledge the set of heritages that are present” (Thorns et al., 2010, pp. 95, 116); whereas 

population diversity needs to not only reflect contemporary society, but also embed 

“historical practices, and the persistent intersections between ethnic differences and socio-

economic inequality” (Collins, 2019, p. 6).  

Thorns et al. (2010) explored another perspective in their “2009 Cultural Identities 

in a Globalising World” workshop. When talking about migration and diversity, they noted 

cultural diversity rather than multiculturalism is used, which could further influence 

understanding, or lack of, and create other consequences with Aotearoa being progressively 

multicultural. Pringle and Ryan (2015, p. 473) agreed with this. Collins’ (2019) population 
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diversity research acknowledges the need for colonisation and settler colonialism to be 

questioned and recognised as “an ongoing characteristic of institutional and daily life” (p. 

8), which mostly impacts the Indigenous Māori people, while also needing to consider “the 

multifaceted dimensions of migration-led diversification” (p. 13), and impacts these each 

have on inequalities and opportunities, particularly within diverse workplaces. 

3.5.3 Summary: Diverse Workplaces 

With the changing ethnic/cultural and population diversity in Aotearoa, workplaces 

include people from one or two ethnic or cultural backgrounds, to many; hence, can consider 

themselves as mono-, bi- or multi- cultural. With the steady growth in ethnic/cultural and 

population changes, these will continue to have an impact on diverse Aotearoa workplaces, 

more so for organisations operating at a regional, national and/or international level. 

Research shows organisations with people from a bicultural or multicultural background can 

be beneficial and advantageous for these businesses, particularly when dealing with other 

diverse stakeholders from ethnic/cultural backgrounds.  

3.6 Bicultural, and specifically Māori, Values 

For Māori, culture is important to their identity while also part of the Aotearoa 

identity. Many Aotearoa citizens and residents see Māori culture as a significant part of their 

own cultural identity even when not ethnically/genetically Māori, as identified by 

participants in Terruhn’s (2012, p. 8) study. Relevant studies on MVO, such as the work of 

Harr and Brougham (2013, pp. 873-874) on workplace cultural wellbeing using an 

indigenous model, confirmed limited research within the context of Māori and indigenous 

values and culture within workplaces in Aotearoa. Kuntz et al. (2014, p. 104) reiterated these 

sentiments in their study on diversity and espousal of Māori values in the workplace, and 

this was further cited by Harris et al. (2016, p. 51). The literature relevant to this topic is 

sparse, including at an international level for indigenous values. Although Love (2017) 

acknowledged MVO is a more popular topic for study recently, there remain limited 

Aotearoa studies (p. 3). Nevertheless, the evaluation and summary reviews espousal of 

Māori values in the workplace, and frameworks and approaches used within previous studies 

to further identify gaps, and relevance to this study. 
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3.6.1 Māori Values in the Workplace 

When considering Te Ao Māori (the Māori world) and Mātauranga Māori (Māori 

knowledge, knowledge passed down), Māori values are based on the concept of tikanga 

(Māori traditions, customs, beliefs) where other key and central values and concepts also 

exist (more in Appendix B) including kāwanatanga (governorship); tino rangatiratanga and 

mana motuhake (self-determination, independence or inter-dependence, sovereignty); 

manaakitanga (generosity, hospitality); whānaungatanga (family connections, 

relationships, kinship); wairua (the spiritual dimension to life); wairuatanga (spirituality); 

auahatanga (creativity); and kaitiakitanga (guardianship) (Harmsworth, 2005, p. 14; Harris 

et al., 2016, p. 51; Jolly et al., 2015, p. 11; Kuntz et al., 2014, p. 102; Love, 2017, p. 4; Rigby 

et al., 2011, p. 121). Rigby et al. (2011) studied Māori indigenous culture at Air New Zealand 

(Air NZ) and concluded “indigenous cultural and traditional values can be unique to global 

industries” (p. 122), where cultural values can differentiate an organisation and indigenous 

culture, and “represent the true identity of a nation” (p. 123). 

Research encompassing indigenous models and/or espousal of Māori values that 

reflect Te Ao Māori within the workplace, acknowledged several benefits for both 

employees and organisations. This requires organisational commitment and understanding 

of cultural beliefs and acceptance in workplaces (Harr & Brougham, 2013; Jolly et al., 2015; 

Kuntz et al., 2014). Some benefits included enhanced employee engagement, increased 

employee and other stakeholder’s motivation, greater employee satisfaction and enhanced 

engagement, more positive workplace behaviours, an increased commitment from Māori, 

increased productivity and profits, and raised the cultural awareness and competency for 

employees (Harris et al., 2016; Harr & Brougham, 2013; Jolly et al., 2015; Kuntz et al., 

2014; Rigby et al., 2011). For the organisation, another benefit of incorporating Māori values 

was the unique point of difference from a cultural perspective, particularly when operating 

on an international level, and pride in Māori culture by employees (Rigby et al., 2011, pp. 

122-123). 

Although these studies are significant contributions to MVO research and highlight 

benefits and advantages, the focus was Māori values rather than a bicultural lens or practices, 

which may have evolved or shown through findings. With Te Tiriti previously 

acknowledged as the Aotearoa bicultural foundation, and encompasses bicultural values, 

three studies have specific relevance to this research. Jolly et al. (2015) study, initiated by a 
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Crown Research Institute (CRI) to gain understanding of their workplace bicultural practices 

(p. 20), interviewed four senior employees (p. 21). Findings acknowledged Te Tiriti was 

important and understood by employees and embedded within the core business as identified 

within the Mātauranga Māori value (p. 35). Harris et al., (2016) focused on Te Tiriti and 

obligations for inclusive workplace practices, also within a CRI with two Māori and two 

non- Māori employees interviewed (p. 53). Pio et al. (2014) interviewed 16 Māori employees 

at a university and acknowledged the obligation eight Aotearoa universities had to Te Tiriti 

(p. 680). Although acknowledged, these three organisations had an obligation to Te Tiriti to 

incorporate this in their workplace practices. Additionally, these studies were also within 

similar organisation types, focused on Māori participants, or had relatively small sample 

sizes (i.e., one organisation and 4-16 participants). This highlights limited research found 

that explicitly captures bicultural and Māori values as the focus, and identifies the gaps in 

literature. These studies also differ to this study, where the topic considers a diverse 

Aotearoa workplace; thus, further justifies the rationale to conduct this research topic. 

3.6.2 Frameworks and Approaches 

MVO studies have also been inclusive of different frameworks and approaches. 

Harmsworth’s (2015) conducted case studies of several Māori owned businesses, Tohu 

Wines Limited (p. 27), Wakatu Incorporation (p. 31), Biofarm Products Limited (p. 35), 

Ngai Tahu Seafood Limited (p. 37), Shotover Jet Limited (p. 43), Team logistics Limited 

(p. 48), and Whale Watch Kaikoura Limited (p. 53). In these, owner’s had a Māori 

worldview as part of their own culture and cultural identity, which became part of the 

organisation’s worldview. This research acknowledged a tikanga framework is often used 

to incorporate Māori values, philosophies and cultural practices that also underpin their 

business operations. Further acknowledgment was given to western business models where 

tikanga and Māori values were integrated, with some relevant examples; although detailed 

strategies or approaches used to embed and integrate these within organisational practices 

were not explicitly detailed. This research differs from the focus of this study. 

Several MVO studies were based on key fundamental Te Ao Māori values identified 

by Kuntz et al. (2014) as a framework “specifically manaakitanga (caring), 

whakawhanaungatanga (relationships), wairuatanga (spirituality), auahatanga (creativity) 

and kaitiakitanga (guardianship)” (p. 102). However, like other MVO studies (Harmsworth, 

2005; Harris et al., 2016; Jolly et al., 2015), Kuntz et al. (2014) had an emphasis on Māori 
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participants, i.e., Māori-led organisations or predominantly Māori workers, where five 

organisations and 91 Māori employees participated (p. 111). Two MVO studies mentioned 

earlier used or adapted the Kuntz et al. (2014) framework for their research, which were also 

“underscored by Kaupapa Māori principles” (Jolly et al., 2015, p. 17) and “embraced 

Kaupapa Māori theory… [as] a Māori centered, culturally safe Indigenous research 

methodology” (Harris et al., 2016, p. 52). Although each study had slightly different focus 

areas, the relevance to this study is an identified Te Ao Māori framework, where some 

examples gave insight into the application of specific Māori values within the organisation 

(Jolly et al., 2015), or identified “Māoritanga is essential in the workplace [and] Māori 

leadership is critical” (Harris et al., 2016, p. 54). However, other research from a broader 

context needs to be conducted, particularly for sampling, and could include details for the 

strategies and approaches used to instill and embed this framework. Again, the focus of these 

studies differs from this study. 

Other relevant MVO research that used specific frameworks or approaches was 

conducted by Spiller et al. (2011a), using the five well-beings framework – spiritual, 

cultural, social, environmental and economic; four Māori tourism organisations were case 

studies, and 54 interviews conducted with diverse organisation stakeholders (p. 156). 

Stakeholder theory also applied to this study where relational well-being and wealth was an 

ethic of care (p. 154). Further research by Spiller et al. (2011b) developed “an ethic of 

kaitiakitanga model” (p. 223) based on specific Māori values, highlighting ways to create 

wisdom for wealth and well-being; six organisations were studied to identify wise versus 

unwise organisations; this research extended similar previous studies. With the first study, 

there was some differentiation with having diverse stakeholders participate, albeit within 

Māori businesses (Spiller et al., 2011a), while the second included two Aotearoa case study 

organisations (Spiller et al., 2011b). Although these studies identified frameworks that can 

be used as approaches and strategies, the research was specific to well-being and ethics, or 

development of a framework based on kaitiakitanga. Therefore, differs from the focus of 

this study.  

In a study about Air New Zealand (Air NZ) into Māori cultural values embraced as 

part of their brand, Rigby et al. (2011) provided key insights for effectiveness of 

implementation with employees nationally and internationally, which included the value, 

acceptance, usage, engagement, and relevance of Māori culture (p. 122). The 
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implementation of Māori values framework within the organisation was introduced ‘softly’ 

using “Kotters’ 8 Step strategy for implementing organisational change [where] a series of 

smaller targets have provided information and momentum to help build the next” (Kotter, 

1996, as cited in Rigby et al., 2011, p. 123). This was more easily accepted by employees 

rather than one large change. Although Kotter’s eight-step change model could be an 

appropriate strategy and approach for implementation, this was not detailed, therefore, 

further research is needed. This also differs from the focus of this study. 

Although not explicitly MVO research, a study by Harr and Brougham (2013) 

researched diverse organisations, with 172 Māori employee participants, using an 

indigenous career satisfaction model (pp. 879, 882). A subsequent study (Brougham et al., 

2015), was conducted using a similar research cohort to determine work-family enrichment 

and cultural outcomes in the workplace (p. 19). Although both models and research 

highlighted positives for workplace cultural wellbeing for Māori, and the models can be 

applied to diverse workplaces, these studies differed significantly from the focus of this 

study. 

3.6.3 Summary: Bicultural and Māori Values 

Several studies were identified as relevant to this study, including MVO specific 

research where Te Ao Māori values have been identified, and a framework encompassing 

five Māori values was used in three studies. Three studies acknowledged CRI and 

universities obligations to Te Tiriti, where one study delved deeper into this. The MVO 

studies identified several benefits and advantages for organisations and employees. 

Although several frameworks and approaches were also identified within MVO and other 

research, and some examples were provided, further research or more details were needed, 

particularly for strategies and approaches used to develop, implement, instill and embed 

these within organisational practices. More importantly, although aspects of these studies 

have relevance to this study, other research is needed where gaps of understanding and 

knowledge exists. These previous studies had a very different focus, i.e., on Māori values, 

and limitations, e.g., sampling, where majority were with Māori organisations or 

participants. Whereas, the focus of this study is Bicultural, and specifically Māori, values in 

a diverse Aotearoa/NZ workplace. Therefore, the researcher acknowledges there are gaps in 

the Aotearoa literature and studies, and further justifies conducting this research. 
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3.7 Conclusion 

As identified, the purpose of this study is to identify the importance, and determine 

factors that limit organisations, in the development and implementation of bicultural, and 

specifically Māori, values within a diverse Aotearoa workplace. Several ideas were 

reviewed to help gain further understanding of existing and published research and studies. 

With a focus on bicultural values, global research relating to biculturalism and 

multiculturalism was explored. Differences in understanding and knowledge base were 

found compared to the Aotearoa context based on the bicultural foundation. The Aotearoa 

literature highlighted the contrasting perspectives of biculturalism and multiculturalism, 

including where these sit within ethnic/cultural and population diversity, causing more 

confusions in understanding. Both global and Aotearoa research acknowledged the benefits 

and advantages bicultural and multicultural employees bring to diverse workplaces. 

However, limited Aotearoa research was found that incorporated these ideologies as part of 

studies to find out the importance of these, and understanding and knowledge; therefore, is 

a gap in research that can be further extended on. Overall, these findings have relevance to 

this study as understanding and knowledge of biculturalism and multiculturalism has an 

influence and impact on development and implementation of Bicultural, and specifically 

Māori, values within a diverse Aotearoa/NZ workplace. Several gaps were broadly 

identified including importance, understanding and knowledge of Te Tiriti, Te Tiriti 

principles and Aotearoa bicultural foundation. This further justifies the need to conduct other 

research, such as this study, which can add to the body of Aotearoa literature and research. 

Other significant research applicable to this study found several MVO or other 

relevant studies using frameworks and approaches. Several gaps and areas for further study 

and research were found. First, most studies focused on either Māori values, predominantly 

or exclusively Māori participants, or were conducted within a specific industry or 

organisation type. Second, the area of focus for many MVO studies was Māori values rather 

than bicultural and Māori values. Third, frameworks and approaches used either related to 

specific Māori values, specific areas of focus, e.g., ethics, career satisfaction, combined 

Māori values and western models, or used a western model. Fourth, although examples were 

provided for some studies, the specific approaches or strategies used to develop, implement, 

instill and embed the frameworks or models were not detailed. Fifth, these studies differ 

from the focus of this study. This highlights several gaps in the literature where further 
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research is needed. With the focus of this study on Bicultural, and specifically Māori, values 

in a diverse Aotearoa workplace, this not only further justifies conducting this research, it 

provides an imperative for this study. Conducting this study will enable the aim of identify 

the importance, and determine factors that limit organisations, in the development and 

implementation of bicultural, and specifically Māori, values within a diverse Aotearoa/NZ 

workplace to be achieved and allow other research to be added to the Aotearoa literature and 

studies. 

 



Maania T. Niha, 34396 

56 

Chapter Four: Methodology 

Chapter Four outlines and describes the approaches used to conduct this research. 

As identified in Chapter One, this study used an interpretivist philosophy and inductive 

theoretical approach incorporating a predominantly qualitative, mixed methods, exploratory 

case study to support the research design with two methods of data collection using a 

questionnaire and focus groups (FG). This allowed interpretation of findings for deeper 

understanding, including importance of, and identification of strategies to embed bicultural, 

and specifically Māori, values within diverse Aotearoa workplaces and organisations. This 

chapter outlines the research plan and rationale for approaches used, as detailed within the 

chapter’s seven sections and relevance to this research Bicultural, and specifically Māori, 

values, in a diverse Aotearoa/NZ workplace. 

4.1 Introduction 

The research philosophy and design is explained, based on the research onion as 

outlined in Saunders et al. (2016, p. 124), in Figure 4.1, providing a rationale for why each 

approach was chosen. The two research methods – questionnaire and FG – will be discussed 

separately, identifying relevant aspects of data collection and pilot testing. Limitations, 

reliability and bias are also discussed, together with ethical considerations. Details will 

reflect the context of this research topic, problem statement, aims, objectives and questions 

relevant to this study as identified in Chapter One. 

This study sought to explore and interpret data and identify themes to build on, or 

identify new theory, concepts or potential frameworks that could be beneficial to other 

diverse Aotearoa workplaces, in response to the research question (RQ):  

RQ What strategies are required to embed bicultural, and specifically Māori, values in a 

diverse Aotearoa/NZ workplace?  

Additional investigative questions (IQ) were also formulated and included within this study 

to support the RQ. These were: 

IQ1 How can a diverse Aotearoa/NZ workplace instill and embed bicultural, and 

specifically Māori, values? 

IQ2 What recommendations can be made to instill and embed bicultural, and specifically 

Māori, values in a diverse Aotearoa/NZ workplace? 
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IQ3 Where does the responsibility lie to instill and embed bicultural, and specifically 

Māori, values in a diverse Aotearoa/NZ workplace? 

4.2 Research Philosophy and Design 

This section considers the research philosophy and theoretical approach, research 

design, methodological choice, research strategy, time-horizon and research methods based 

on the research onion in Figure 4.1.  

Figure 4.8 

The Research Onion 

 

Note: Sourced from Saunders et al. (2019). 

A summary of the research design used for this research methodology is provided in 

Table 4.1. Each research design element will be further explained and justified in the context 

of this study. 
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Table 4.1 

Summary of Research Design 

Research Philosophy Interpretivism/Interpretivist 

Theoretical Approach Induction/Inductive 

Research Design Exploratory 

Methodological Choice Qualitative – multi-method, mixed methods, simple 

Research Strategy Case Study incorporating Kaupapa Māori 

Time-horizon Cross-sectional 

Primary Research Methods Questionnaire and Focus Groups 

4.2.1 Research Philosophy and Theoretical Approach 

Based on the problem statement, aim and objectives, RQ and IQs, this study 

considered diverse Aotearoa workplaces; diverse organisations were chosen where 

employees also have diverse and different backgrounds, including ethnic/cultural, who 

interpret society and the world around them differently. Interpretivism as the research 

philosophy was appropriate, as it viewed “organisations from the perspectives of different 

groups of people” (Saunders et al., 2019, p. 149), who may work within the same 

organisation but experience “different workplace realities” (p. 149). These differences and 

world views need to be captured to understand not only the organisation but also people 

within, rather than focusing on commonalities. Interpretivism allows meaning to be created 

from differences based on human phenomena rather than physical phenomena (pp. 148-

149).  

As discussed in Chapter Two and Chapter Three, in the Aotearoa context Te Tiriti 

creates a uniqueness, which, influences Aotearoa society and people living there, and 

organisations and diverse workplaces. This perspective aligns with the view of Crotty (1998, 

as cited in Saunders et al., 2019), where importance of language, culture and history shape 

people’s interpretations and experiences; these are also emphasised within interpretivist 

research (p. 149). Interpretivist research allows the researcher to subjectively collate and 

interpret meanings from research participants perspectives to “create new, richer 

understandings and interpretations of social worlds and contexts” (p. 149). Interpretations 

are key to this research, where the researcher tries “to understand what is happening” 

(O’Gorman & MacIntosh, 2015, p. 60). Interpretivist research includes small samples and 

investigations, and different methods and a range of data for collection and analysis to 

establish phenomena from different perspectives (O’Gorman & MacIntosh, 2015, p. 60; 
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Saunders et al, 2019, p. 145). This supports having three diverse Aotearoa organisations 

with diverse employees, where in-depth investigation using a predominantly qualitative 

methodological choice and methods of data collection (questionnaire and FG) were used. 

With an interpretivist philosophy, the approach to theory development was 

considered. As theoretical structures, hypotheses and concepts are not specifically used or 

tested for this study, a deductive approach is not relevant (Collis & Hussey, 2014, p. 7; 

Merriam & Tisdell, 2015, pp. 17, 84; Saunders et al., 2016, p. 145). Using induction is 

appropriate where theory or ideas from the data are developed starting with the facts to 

develop theory or concepts, simultaneously, reasoning is concerned with the specific 

context; appropriate for this study about diverse Aotearoa organisations and workplaces 

(Collis & Hussey, 2014, p. 7; Hale & Brown, 2014, pp. 71-72; Merriam & Tisdell, 2015, p. 

17; O’Gorman & MacIntosh, 2015, p. 60; Saunders et al., 2019, p. 155). The literature 

(O’Gorman & MacIntosh, 2015, p. 60; Saunders et al, 2019, p. 155) also identifies induction 

as the theoretical approach most appropriate when using an interpretivist philosophy, further 

supporting the chosen research philosophy and theoretical approach to answer the RQ and 

IQs. 

4.2.2 Research Design 

Using interpretivist philosophy and an inductive theoretical approach are consistent 

with this study in terms of starting with the phenomena i.e., the topic, and the known facts 

to build on theory to identify themes and patterns from this research where specific to 

general generalisability of the phenomena is made (Awasthy, 2020, p. 150; Hale & Brown, 

2014, pp. 60, 71; Saunders et al., 2016, p. 145). Additionally, the research design considers 

the purpose of the study, the objectives and RQ (Saunders et al, 2016, p. 174). 

An exploratory research design allowed the researcher to explore the research topic 

to gain understanding and insights, which also considered future research that could be 

conducted (Weathington et al., 2012, pp. 43, 68). From Chapter Three, it was noted that 

studies were limited and/or had a narrower focus. According to Collis and Hussey (2014), 

an exploratory research design would be used, and is appropriate, for studies where there 

are “very few or no earlier studies” (p. 4). This study reflects an exploratory research as the 

questions look at the ‘what’ and ‘how’ to explore the problem or phenomena to determine 

theories and concepts that can either be applied from what already exists, or develop new 
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theories and concepts rather than test a hypothesis (Awasthy, 2020, p. 157; Collis & Hussey, 

2014, p. 4; Saunders et al., 2016, pp. 174-175; Singh, 2020, p. 28; Weathington et al., 2012, 

pp. 44, 69). While the RQ and IQs relate to diverse Aotearoa organisations, exploratory 

research is more general where findings would be generalisable to a range of workplace 

environments, and not just the participating diverse organisations. Therefore, exploratory 

research design is consistent with the nature of this study and identified research philosophy 

and theoretical approach. 

4.2.3 Methodological Choice 

From Figure 4.1, the researcher determined a predominantly qualitative approach, 

as applicable to an interpretivist research philosophy, inductive theoretical approach and 

exploratory research design. Such a methodological choice, with some quantitative data 

through the questionnaire, was appropriate and consistent with approaches previously 

discussed (Merriam & Tisdell, 2015, p. 89; O’Gorman & MacIntosh, 2015, p. 59). Using 

qualitative research, attitudes, behaviours and experiences are explored to gain 

understanding of meanings and relationships of individuals and groups, or where there is 

little known about the phenomena or topic (Awasthy, 2020, pp. 148-149; Creswell, 2014, p. 

32; Dawson, 2009, p. 23; Merriam & Tisdell, 2015, p. 16; O’Gorman & MacIntosh, 2015, 

p. 66; Saunders et al., 2016, p. 168). Qualitative research correlates with interpretivism 

where data collation uses a variety of techniques, including case studies and FG; theory or 

frameworks are developed from techniques used and data collected (Awasthy, 2020, p. 152; 

Hale & Brown, 2014, p. 26; Saunders et al., 2016, p. 168; Weathington et al., 2012, p. 398). 

Another important characteristic identified by Merriam and Tisdell (2015) in relation to 

“qualitative research, is that the process is inductive” (p. 17); this is consistent with the 

outlined research plan, and further supports using a mainly qualitative approach. 

The methodological choice used multiple data collection techniques, questionnaire 

and FG, where both quantitative data and qualitative data ranging from specific responses 

to broader more in-depth responses were gathered; thus, a multi-method qualitative study 

approach was used (Creswell, 2014, p. 43; Saunders et al., 2016, p. 168-169). From the 

multi-method qualitative study, this was further narrowed and more specifically identified 

as a mixed methods (simple) approach as a range of data will be interpreted (Saunders et al., 

2016, p. 167, 2019, p. 145) to identify key themes based on responses from both 
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questionnaire and FG data collection tools. In summary, the approach outlined were 

designed to answer the RQ and IQs. 

4.2.4 Research Strategy 

Case study is applicable to qualitative, exploratory research, where research 

investigates phenomenon within a real-world context, and sources of information are deep 

and varied, contributing to public knowledge (Patnaik & Pandey, 2020, pp. 163-164; 

Simons, 2009, p. 18; Yin, 2009, p. 183). Questions within case study research also ask 

‘what’, which apply to an exploratory case study as these questions can be interpreted as a 

form of ‘how’ (Yin, 2009, pp. 8-9, 27). For this study, the RQ is ‘what’ and has relevance 

to ‘how’ where the data would provide many types of strategies rather than a single-data 

point; the additional IQs also explored the ‘how’ and ‘why’, which further justified a case 

study strategy. Yin’s work identified “any of the five research methods” can be used for an 

exploratory study, including an exploratory case study (p. 9); hence, appropriate to use an 

exploratory case study research strategy.  

Exploratory case study research allows qualitative methods to be used to obtain 

multiple perspectives from stakeholders through multiple data collection methods and tools, 

or different ‘cases’ or contexts, e.g., individuals, groups, organisations, processes, 

programmes, and events (Merriam & Tisdell, 2015, pp. 24, 38; Patnaik & Pandey, 2020, pp. 

165, 169; Simons, 2009, pp. 4, 18, 23; Yin, 2009, p. 17). For this exploratory case study, the 

‘case’ is organisations, more explicitly diverse Aotearoa organisations with a 

social/community focus or orientation. 

Elements of Kaupapa Māori research were relevant to the researcher (who has Māori 

whakapapa/genealogy), and this research topic in the Aotearoa context and Te Tiriti. As a 

broader context with a diverse research cohort, a Kaupapa Māori research strategy was not 

explicitly used, as this approach is often used by Māori researchers undertaking research 

with Māori (Rangahau, n.d.-a, para. 8). However, influences and principles within Kaupapa 

Māori research detailed in Appendix C, provide Māori researchers with an approach and 

framework, which were appropriate for the methodology and during conduct of the study. 

The researcher incorporated aspects of Te Ao Māori through cultural values and practices, 

and own personal experiences, knowledge and understanding of these and Māori 

perspectives, expectations and ethical considerations. These practices were applied and 
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incorporated as part of the study, particularly throughout the relationship with the research 

cohort organisations. 

An exploratory case study strategy, incorporating Kaupapa Māori cultural values and 

practices, reflected the nature of this study. This further aligned with the frameworks and 

confirms approaches considered and used for this research plan. These frameworks and 

principles, when applied to this study, allowed the researcher to investigate the research 

topic and problem statement. 

4.2.5 Time-horizon 

With limited time for this 34-week thesis research paper, and the research topic 

related to a specific phenomenon, a cross-sectional study and time horizon were used 

(Saunders et al., 2016, p. 200). A cross-sectional study is a ‘snapshot’, where data collection 

was conducted over a 7.5-week period from mid-April 2021 until early-June 2021. A cross-

sectional study can also include qualitative research and case studies carried out over short 

periods of time (p. 200), and was consistent with the purpose and design of this research. 

4.2.6 Primary Research Methods 

In Figure 4.1, the final stage considers data collection and data analysis. As 

identified, a mixed methods qualitative exploratory case study will be used for primary data 

collection. For qualitative research, different data collection methods can be used 

(surveys/questionnaires, documents, FG, in-depth interviews, observations); all relevant 

methods for an exploratory case study (Hale & Brown, 2014, p. 26; Merriam & Tisdell, 

2015, p. 105; Walle, 2015, p. 15). Qualitative data is obtained from participants about their 

own experiences, perspectives, opinions, and understanding, and is used for data analysis. 

Merriam and Tisdell (2015) acknowledge two-tiers of sampling is usually necessary 

for qualitative case studies. The ‘case’ is first selected, then further sampling is done within 

the case (pp. 99-100). Other research (Papachroni & Lochrie, 2015, p. 83; Simons, 2009, 

pp. 28-29) acknowledges it is vital for the ‘case’, or its boundaries, to be defined (p. 83). 

Therefore, this ‘case’ is defined as diverse Aotearoa organisations with a social/community 

focus or orientation, and have diverse employees. 
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Based on the defined ‘case’, consideration was given to data collection methods. For 

group process, data collection was through FG, which aligned with the data collection 

strategy decision tree as depicted by Hale and Brown (2014, p. 164). Non-probability or 

purposive sampling within each participating organisation was consistent with qualitative 

research, and FG allowed results to be generalised from the sample where multiple opinions 

and discussions were gathered (Dawson, 2019, pp. 80-81; Hale & Brown, 2014, p. 165; 

Lochrie et al., 2015, p. 125; Merriam & Tisdell, 2015, p. 96; Saunders et al., 2016, p. 295; 

Taheri et al., 2015, p. 162; Weathington et al., 2012, p. 402).  

The second collection method was an individually completed questionnaire; this 

included qualitative data, (free text fields), and quantitative data, e.g., demographics (Hale 

& Brown, 2014, p. 165; Patra, 2020, p. 53; Papachroni & Lochrie, 2015, p. 86; Taheri et al., 

2015, p. 167; Walle, 2015, p. 52; Weathington et al., 2012, p. 102). Probability or simple 

random sampling (SRS) was used, as the questionnaire targeted all employees, or those in a 

specific group or team, within each participating organisation. Responses to questions were 

sufficiently representative to generate data and information (Adams et al., 2014, p. 73; 

Dawson, 2019, p. 55; Taheri et al., 2015, p. 161; Walle, 2015, pp. 24, 76, 146).  

The number of diverse Aotearoa organisations and diverse participants within each 

organisation was finite, reflecting the philosophy, theoretical approach, design and 

methodological choice (Creswell, 2014, p. 269; O’Gorman & MacIntosh, 2015, p. 60; 

Saunders, 2019, pp. 145, 154). These diverse organisations and employees represented in 

the research cohort sit within a larger number as a sample of a specific population or unit, 

i.e., organisations and diverse employees; therefore, the broader sampling procedure of 

population strategy was used (Dawson, 2019, p. 49; Hale & Brown, 2014, p. 117). A total 

of three diverse Aotearoa organisations participated in this study. Using pseudonyms for 

each organisation, further details are provided within the organisation’s demographics 

summary (Table 4.2). The research cohort is detailed further in Chapter Five as a segue to 

the findings and analysis. 
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Table 4.2 

Summary of Participating Organisations Demographics 

Demographic Organisation Tahi Organisation Rua Organisation Toru 

Region/s 

(located in) 

Auckland; Waikato; 

Bay of Plenty; 

Whanganui-Manawatu; 

Canterbury 

Northland; Auckland; 

Waikato; Bay of Plenty; 

Gisborne; Hawkes Bay; 

Taranaki; Whanganui-

Manawatu; Wellington; 

Nelson; Marlborough 

and Tasman; West 

Coast; Canterbury; 

Otago; Southland 

Southland 

International 

Location/s 

Australia/Oceania Africa; Asia; Europe; 

North American; South 

American; 

Australia/Oceania 

Africa; Asia; Europe; 

North American; South 

American; 

Australia/Oceania; 

Antarctica 

Sector/Type Limited Liability 

Company; Holding 

Company; Public 

Sector; Listed Company 

Incorporated Society; 

Charity or Charitable 

Trust; Non-Government 

Organisation (NGO) 

Charity or Charitable 

Trust; Not-for-profit 

Organisation; Non-

Government 

Organisation (NGO) 

Industry Financial and Insurance 

Services 

Accommodation and 

Food Services; Retail 

Trade; Administrative 

and Support Services; 

Public Administration 

and Safety; Education 

and Training; Health 

Care and Social 

Assistance; Community 

Development and 

Support 

Education and Training; 

Health Care and Social 

Assistance; Arts and 

Recreation Services 

Number of 

Employees 

400-499 employees 400-499 employees 20-49 employees 

Population 

Sampling 

Employees belonging to 

one identified group 

located in the Auckland 

region 

Employees belonging to 

one of three areas of 

service delivery located 

in the Wellington, 

Canterbury, Otago and 

Southland regions 

Employees belonging to 

all three areas of service 

delivery located in the 

Southland region 

Focus Group 

Indicative 

Sampling Size 

Four members of the 

executive team 

Four-five members 

from the executive 

leadership team, within 

a service delivery 

Six members of the 

leadership team 

Questionnaire 

Indicative 

Sampling Size 

10 participants 30-35 participants 20-25 participants 
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With identifying the case and organisations, questionnaire and FG were confirmed 

methods for primary research data collection. Questions for both methods were behavioural, 

attitudinal, and classification (Whittle as cited in SIT, 2019, p. 41). Each method is detailed 

further below. 

4.3 Method 1: Questionnaire 

For the questionnaire, detailed discussion will outline the purpose of the 

questionnaire, questionnaire design, procedure, and participants and sampling. 

4.3.1 Questionnaire Purpose 

The aims and objectives of this study looked at the importance of the development 

and implementation of bicultural, and specifically Māori, values in a diverse NZ workplace; 

to determine factors that limit; strategies and approaches to use; and responsibilities for 

these. As organisations and/or employees and potential participants were in different 

Aotearoa regions, a self-completed, internet/web questionnaire was the most appropriate and 

consistent with types of questionnaires identified by Saunders et al. (2019, p. 440). An 

internet-based questionnaire, collecting data from three diverse organisations and 

participants, meant easier dissemination and access by participants using an existing cloud-

based platform, SurveyMonkey (Patra, 2020, pp. 53, 68). Developing and customising the 

questionnaire was done, with several options available for distribution, and a unique link 

was created for each organisation; results were in real time and could be monitored; 

generated reports from data collected were available (SurveyMonkey, n.d.). 

4.3.2 Questionnaire Design 

The questionnaire was newly developed, and questions were specific to the research 

aim, objectives, RQ and IQ, which contributes to good design of a questionnaire (Patra, 

2020, p. 54). However, validity and reliability were also needed to ensure data accurately 

measured the intended concepts collected and collection and responses were consistent 

(Hale & Brown, 2014, p. 176; Saunders et al., 2016, p. 449; Walle, 2015, p. 138). Assessing 

validity of the questionnaire used content validity, defined through a review of literature, 

together with having discussions with others who understood the topic (Saunders et al., 

2016, p. 450). Construct validity was also considered where some core questions were 

grouped and used scales for measurement, i.e., five-point Likert Scale (Adams et al., 2015, 
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p. 125; Hale & Brown, 2014, p. 185; Saunders et al., 2016, pp. 450-451). Questions included 

closed-ended selecting responses from a fixed-list or provided ratings within Likert Scales, 

open-ended with free-text within a text field, and open response-options with an open-ended 

question but select specified response-options or allowed free-text response. This was 

considered a semi-structured questionnaire where the answers provided would be broad 

rather than in-depth (Dawson, 2019, p. 55; Hale & Brown, 2014, p. 172; Patra, 2020, pp. 56, 

58-60; Saunders et al., 2016, pp. 452-453, 457). 

The questionnaire design had questions grouped into three parts. Part One and Part 

Two related to organisation and participant demographics, with five closed-ended and four 

closed-ended questions respectively. These questions were to help show the diversity of the 

three organisations and participants within the research cohort, which would be reflected 

within the analysis. Part Three related to the seven core research questions (CRQ) where 

opened-ended statements using text fields, and closed-ended questions including features 

described above, were used. The CRQ Likert-scale ratings were grouped by a series of 

statements that related to understanding and importance to you; working in an organisation 

and importance to you, and organisation I work for. The relationship of CRQs to the aim, 

objectives, and questions are detailed in Appendix D, and questionnaire questions are 

detailed in Appendix F. 

4.3.3 Questionnaire Procedure 

All relevant information about the questionnaire procedure was provided to each key 

contact within the three organisations, initially with the Information Sheet for Organisations 

and Participants (Appendix E). Once an organisation’s participation was confirmed, 

information was provided outlining requirements, timeframes and other specific details. The 

SurveyMonkey questionnaire was available for participant data collection over a two-week 

period for each organisation, which used the collectors’ tool available to create three separate 

collector IDs and links. Prior to sending the link to respective organisation key contacts, 

relevant cutoff dates and times were also entered within the SurveyMonkey tool. An email 

with a brief explanation, the link, and copy of information sheet, were then sent to the key 

contacts before the questionnaire would be available; key contacts then forwarded these 

details to their employees from the start date. Employees participating would do this at a 

time and place convenient for them, as the online link was available at any time during the 

respective collection period. 
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Throughout this process, the researcher considered aspects of Kaupapa Māori 

principles were incorporated. These included growing and maintaining respectful 

relationships with key contacts. There was an element of learning for all involved, coming 

together of researcher and organisations based on the Kaupapa, and organisations wanted to 

get something out of their participation in this research, as much as the researcher wanted 

relevant findings. Reciprocal understanding of Te Tiriti and Te Tiriti principles, partnership 

and participation, would not have been possible without the organisations willingness to be 

involved with this study. 

4.3.4 Questionnaire Participants and Sampling 

Probability sampling was used for the questionnaire so all people within each 

organisation could participate (Dawson, 2019, p. 55; Hale & Brown, 2014, p. 119). With 

probability sampling, questionnaire responses given by participants would be broader than 

those given in the more in-depth FG (Dawson, 2019, p. 55). Diversity was considered in 

participant demographics, i.e., gender, age, region located in, and ethnic groups. As all 

employees within each organisation were to have an equal opportunity to respond, a simple 

random sampling (SRS) technique was used (Adams et al., 2014, p. 73; Dawson, 2019, p. 

55; Hale & Brown, 2014, p. 119; Taheri et al., 2015, pp. 160-161; Weathington et al., 2012, 

p. 63). Although two organisations selected a specific group, service or offices, SRS still 

applied as all these employees were given the opportunity to participate. The sample size 

was small, and ranged from 10-35 potential participants, including diverse employees, with 

47 valid responses from 58 respondents (detailed in Table 4.3). 

Table 4.3 

Summary of Demographics Responses for Each Participating Organisation 

Pseudonym 
Gender 

Identifies With 

Age Group 

(years) 

Region 

Located In 

Group(s) Identifies 

With 

Organisation 

Tahi 
(Total 

Responses 

Received = 11) 

Female = 7 

Male = 1 

Unknown = 3 

18-24 = 2 

25-34 = 4 

35-44 = 1 

55-64 = 1 

Unknown = 3 

Northland = 1 

Auckland = 8 

Waikato = 1 

Unknown = 3 

Māori = 6 

Pākehā = 2 

New Zealand 

European = 4 

Other European = 1 

Cook Island Māori = 1 

Tongan = 1 

Unknown = 3 

Organisation 

Rua 

Female = 15 

Male = 12 

18-24 = 3 

25-34 = 3 

35-44 = 5 

Wellington = 

13 

Canterbury = 5 

Pākehā = 7 

New Zealand 

European = 7 
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Pseudonym 
Gender 

Identifies With 

Age Group 

(years) 

Region 

Located In 

Group(s) Identifies 

With 
(Total 

Response 

Received = 27) 

45-54 = 11 

55-64 = 4 

65-74 = 1 

Otago = 5 

Southland = 4 

English = 1 

Other European = 2 

Tongan = 1 

Other Asian = 3 

Middle Eastern = 2 

Latin American = 2 

African = 2 

Other = 4 (Cornish = 

1; Myanmar = 1; New 

Zealand Pakistani = 1; 

European South 

African = 1) 

Organisation 

Toru 
(Total 

Response 

Received = 20) 

Female = 15 

Male = 5 

18-24 = 4 

25-34 = 9 

35-44 = 5 

55-64 = 1 

Southland = 

20 

Māori = 3 

Pākehā = 4 

New Zealand 

European = 9 

Australian = 2 

Other European = 1 

Samoan = 3 

Other Asian = 2 

Latin American = 1 

4.4 Method 2: Focus Groups 

Detailed discussion for FG will outline the purpose, design, procedure, and 

participants and sampling. 

4.4.1 Focus Groups Purpose 

The second data collection method, FG, is considered an exploratory tool used as a 

standalone method or part of mixed-methods research design (Balasubramaniam, 2020, pp. 

93, 95), and is widely used for qualitative research. Focus groups have several participants 

(three to 10) for small group discussions to collect qualitative information 

(Balasubramaniam, 2020, p. 93; Collis & Hussey, 2014, p. 141; Hale & Brown, 2014, p. 

151; Hennink, 2014, p. 3; Lochrie et al., 2015, p. 123; Walle, 2015, p. 18), and to answer 

the RQ and IQs to meet the aim and objectives. Using FG gathers more in-depth qualitative 

detailed opinions, understandings and perspectives, which are expressed from focus groups 

participants (FGP), and discussion through interaction with other people, to give broader 

insights at one time (Balasubramaniam, 2020, p. 93; Hennink, 2014, pp. 1-3; Lochrie et al., 

2015, p. 124); this gives “diversity of perceptions and/or experiences of participants” 

(Balasubramaniam, 2020, p. 95). 
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4.4.2 Focus Groups Design 

As noted in various research (Hale & Brown, 2014, p. 151; Lochrie et al., 2015, p. 

124), the research design confirmed one FG for each participating organisation, facilitated 

by the researcher at each organisation’s nominated venue (physical and/or virtual space), 

and at a suitable date and time. A feature of one FG at each participating organisation is 

participants worked, and are familiar, with each other, which helped the researcher create a 

friendly and open environment (Walle, 2015, p. 18). 

Like the CRQs, appropriate focus groups questions (FGQ) were developed for broad 

and in-depth discussions among FGP. With only six questions, these FGQs explicitly related 

to the research aim, objectives, RQ and IQs, and were clear, short and simple questions that 

promoted discussion among participants, (Hennink, 2014, pp. 59-60). The relationship of 

FGQs to the aim, objectives, and questions are in Appendix D, and FGQs are in Appendix 

G. 

4.4.3 Focus Groups Procedure 

In the FGs open-ended and probing questions were asked (Hennink, 2014, p. 179; 

Saunders et al., 2016, pp. 393). A semi-structured approach gives some structure to FG and 

allows open interactions and discussion to occur between FGP; the design also incorporated 

some cultural aspects within Kaupapa Māori to set the scene and segue to the FGQs, 

including a mihi/welcome, karakia timatanga/opening prayer, 

whakawhanaungatanga/introductions, ngā korero/discussions, ngā patai/questions, and 

karakia whakamutunga/closing prayer. Within whakawhanaungatanga, ngā korero and ngā 

patai, these use a non-structured approach as participants were given an opportunity to 

introduce themselves in whatever way they felt comfortable, and provide responses based 

on their own experiences, perspectives and understandings. Having this approach for these 

sessions contributed to a more open and friendly environment (Walle, 2015, p. 18). Other 

aspects of the FG used a more structured approach where relevant details will be provided 

or asked, e.g., each FGQ. 

The FGP were identified by the organisation and confirmed by the key contacts. 

Ideally FGs were to be held as face-to-face sessions; however, consideration and some 

flexibility for a virtual session and/or combined face-to-face and virtual session were also 
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made. Each session was held at a date, time and venue that was confirmed by the key 

contacts, with FG facilitated by the researcher. Initially, the researcher was to travel to all 

three locations for face-to-face sessions; however, unfortunately due to several factors, e.g., 

timing, flight availability, potential of rescheduling, one FG was a combined face-to-face 

and virtual; one FG was fully face-to-face; and one FG was fully virtual. 

Obtaining consent from all FGP was required; a consent form was emailed to each 

key contact to provide to participants; hardcopies were also available at the physical FG. 

During FG, consent and other documentation were covered with FGP, where there was an 

opportunity to ask questions or seek further clarification. All FGP were also asked to 

complete a FG demographics form (Appendix I). 

All FG proceedings were recorded by the researcher after informing and confirming 

with FGP. Recordings included use of a mobile phone and appropriate voice recorder, with 

virtual sessions recorded via the relevant cloud-based video conferencing service, i.e., 

Teams Meetings and Zoom; these sessions were set-up by the key contacts, who then created 

a calendar invite with the link included. A transcript for each FG was completed by the 

researcher, where each person was identified by a pseudonym. Completed relevant 

transcripts forwarded to FGP to read and provide comments and/or amendments prior to the 

data analysis and identification of findings.  

4.4.4 Focus Groups Participants and Sampling 

Non-probability or purposive sampling was used for FG, which is appropriate 

sampling for qualitative research (Hennink, 2014, p. 41). This sampling uses subjective 

judgement where participants are purposely identified, usually based on characteristics or 

experience (Hennink, 2014, p. 42; Lochrie et al., 2015, pp. 125-126; Saunders et al., 2016, 

p. 295). A homogeneous sampling technique was also used where a specific group of people 

within the organisation from a similar hierarchy level were identified as potential 

participants (Dawson, 2019, p. 51; Hennink, 2014, pp. 39, 111; Saunders et al., 2016, p. 

302). Therefore, prior to confirming participating organisations, FGP were identified as 

members from the management team or group, preferably at a senior level; these participants 

were subsequently identified as members of the executive or leadership team with their 

organisation. As identified the sample size was 14-15 potential FGQ, including diverse 

employees, where a total of 11 participated (detailed in Table 4.4). 
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Table 4.4 

Summary of Focus Groups Participants 

Pseudonym 
Gender 

Identifies With 

Age 

Group 

Region 

Located In 

Group(s) Identifies 

With 

Participant E Male 55-64 years Auckland Pākehā 

Participant I Female 35-44 years Auckland New Zealand European; 

English; Filipino 

Participant O Female 34-44 years Auckland New Zealand European 

Participant H Male 35-44 years Otago Pākehā; New Zealand 

European 

Participant K Female 55-64 years Otago Pākehā 

Participant M Male 55-64 years Wellington Pākehā 

Participant N Male 25-34 years Southland Other: Indian 

Participant P Female 45-54 years Southland New Zealand European 

Participant R Female 35-44 years Southland New Zealand European 

Participant T Female 35-44 years Southland Pākehā; New Zealand 

European 

Participant W Male 45-54 years Southland Pākehā 

4.5 Data Analysis 

Data analysis approaches and techniques used for the two methods mentioned above 

are detailed, including quantitative data analysis methods for the questionnaire and FG 

demographics, and qualitative data analysis methods used for qualitative data from CRQs 

and FGQs. Triangulation for both data sets is explained. 

4.5.1 Quantitative Data Analysis 

Quantitative data analysis can be separated into two groups with different scales: 

categorical, which includes three scales – nominal (or descriptive) data, dichotomous data, 

and ordinary (or ranked) data; and numerical, which includes two scales – interval data, and 

ratio data, including continuous data or discrete data (Dawson, 2019, p. 130; Dhall, 2020, p. 

110; Hale & Brown, 2014, pp. 209-210; Saunders et al., 2016, pp. 499-501). Nominal data 

scales are shown as identifiers, e.g., gender or age-groups, where participants fit into one 

category from predefined responses that are not ranked or ordered (Dawson, 2019, p. 130; 

Dhall, 2020, p. 110; Hale & Brown, 2014, p. 210). Ordinary data uses ordered or ranked 

categories where some choices can be selected, e.g., scales, where responses are somewhere 

within predetermined ordinal scales (Dawson, 2019, p. 130; Dhall, 2020, p. 110; Hale & 

Brown, 2014, p. 210). Interval scales usually relate to information within the ordinal scale, 

including rating scales, e.g., attitudinal data, or ratio scales, i.e., data from nominal, ordinal 
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and interval scales (Dhall, 2020, p. 110), with either of these two scales consisting of or 

possessing discrete categories (Hale & Brown, 2014, p. 210). This study’s questionnaire and 

FGP demographics used categorical data scales including nominal and ordinary methods, 

and numerical data scales included interval and ratio data methods including discrete 

categories.  

Several steps were needed to not only code quantitative data where a variable name 

and numeric value are given, but to also review and correct any codes (Hale & Brown, 2014, 

pp. 208-209). As the questionnaire used SurveyMonkey, coding was done automatically by 

the online survey tool (Saunders et al., 2016, p. 464); therefore, names and numeric values, 

where applicable, were provided, which were used for the quantitative data analysis.  

4.5.2 Qualitative Data Analysis 

One of the foundational approaches for qualitative data analysis is thematic analysis 

(Braun & Clarke, 2006). According to Hennink (2014), “thematic analysis or variations on 

this approach” (p. 87) is also the most common approach used, in comparison to qualitative 

content analysis or constructionist methods, for FG qualitative content analysis (Hennink, 

2014, pp. 87, 90). Thematic analysis helps researchers identify, analyse and report patterns 

or themes from qualitative data that are important or interesting, which are then addressed 

in the context of the research topic or issue (Braun & Clarke, 2006, p. 79; Maguire & 

Delanunt, 2017, p. 3353). Themes come from participants’ perspectives and help define 

segments using descriptions rather than figures or numbers, i.e., using participants words 

from FG discussions verbatim transcripts (Hennink, 2014, pp. 88, 90). 

Using thematic analysis for qualitative content analysis allowed the researcher to 

study each issue in-depth, find relationships between these, and then interpret and build 

understanding from the participants’ perspectives (Hennink, 2014, p. 90). As this study 

included inductive and exploratory approaches, the data analysis also reflected an inductive 

analytical approach, which is “a process of coding the data without trying to fit it into a 

preexisting coding frame, or the researcher’s analytic preconceptions” (Braun & Clarke, 

2006, p. 83). This process also had relevance at an interpretative level, where data from the 

identified themes required interpretative work (p. 84). 

According to Dawson (2019), another approach, comparative analysis, is also often 

used with, and closely connected to, thematic analysis (p. 120). Using comparative analysis 
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alongside thematic analysis also helps a researcher to compare data from different people 

until no further or new issues are found (p. 120).  

For the qualitative data analysis in four CRQs and six FGQs, using thematic analysis 

and content analysis, several steps were considered, loosely based on Braun and Clarke’s 

(2006) phases of thematic analysis (p. 87), and reiterated by Maguire and Delahunt (2017, 

p. 3354), as outlined below. 

Step One: Familiarisation of Data 

Qualitative data from each FG was transcribed, reviewed, and then used for the 

analysis. These transcripts were read and re-read several times to enable familiarity with the 

content before coding began (Braun & Clarke, 2006, p. 87; Maguire & Delahunt, 2017, p. 

3355). The qualitative data within the four CRQs, was also checked, read, and re-read. This 

step was to gain a better and deeper understanding of the data. 

Step Two: Manual Coding 

From familiarisation of the data, identification of some initial interesting or relevant 

perspectives to the RQ were coming through from both CRQs and FGQs responses (Braun 

& Clarke, 2006, p. 88; Maguire & Delahunt, 2017, p. 3355). This not only helped identify 

initial codes from these data sets (Braun & Clarke, 2006, p. 88), but also organise data in a 

more “meaningful and systematic way” (Maguire & Delahunt, 2017, p. 3355). Identifying 

initial codes, allowed these to be developed throughout the manual coding process as codes 

were not predefined; therefore, could be modified, refined, and defined as needed (p. 3355). 

Similarities and/or differences between the two different data sets were also identified, 

which would help with comparative analysis alongside the thematic analysis. 

Step Three: Defining Themes 

From initial manual coding and defining these, an initial search for themes at a 

broader level was completed, i.e., analysing and sorting codes into the potential themes 

(Braun & Clarke, 2006, p. 89; Maguire & Delahunt, 2017, p. 3356), which were also 

compared between the two data sets. Secondly, all themes identified were reviewed, to 

determine if all are relevant themes (or otherwise), or needed to be modified or developed 

further, such as separation in other themes; therefore, further reviewing, modifying, 
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developing and refining from the initial search for themes were made (Braun & Clarke, 

2006, p. 91; Maguire & Delahunt, 2017, p. 3358); again, comparison of themes was also 

made between the two data sets. Finally, themes and contrasting of these, were further 

reviewed to identify, refine and further define themes, which identifies “the ‘essence’ of 

what each theme is about (as well as the themes overall)” (Braun & Clarke, 2006, p. 92), 

and, eventuated in themes that would be used within the analysis (pp. 92-93). 

4.5.3 Triangulation 

As an exploratory case study, one recommendation and strength of this research 

strategy was to make use of multiple sources of information rather than a single source, as 

this allowed the researcher to gather broader evidence and perspectives (Yin, 2003, pp. 97-

98). Using multiple sources of data collection required triangulation of all data sources, 

which not only helped with “construct validity and reliability of case study evidence” (p. 97) 

but also contributed to the case study being “much more convincing and accurate” when it 

came to the findings and conclusion being based on multiples sources of information (p. 98), 

and similar views of Hale and Brown (2014, p. 205). As multiple methods and data 

collection tools were used for this study, triangulation was used to cross-check data from the 

questionnaire and FG (Merriam & Tisdell, 2015, p. 245). They also stated triangulation is a 

form of validity, used as a “strategy for increasing credibility or internal validity of your 

research” (p. 244), which also helps with “consistency and dependability or reliability” (p. 

252). For this study, the researcher used information from both data collection methods, i.e., 

quantitative, and qualitative data, to bring these data sets together, for triangulation to 

compare and identify similarities, and/or differences, which also included triangulation with 

the literature and other research. 

4.6 Pilot Testing 

An overview of the process used for pilot testing is provided below. 

4.6.1 Pilot Testing 

Pilot testing was an important activity prior to conducting the research. This means 

the process and instruments used should have some form of pilot testing, depending on the 

type of research design and target population or group/s (Hale & Brown, 2014, p. 144). 

Before data collection, the researcher carried out pilot testing to ensure questionnaire and 
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FG questions were clear and consistent, and as intended for this study; and that content 

provided in the information sheet was also understood, which is the goal of conducting pilot 

testing (p. 144). Due to time constraints, the questionnaire and FG were not piloted as such, 

in terms of having a set number of people complete the questionnaire or participate in FG. 

Rather, three people who understood the topic were approached to pilot the questionnaire 

and FG questions, to check readability, understanding and clarity, and flow, and ability to 

answer the questions. The researcher had easier physical access to two people; therefore, 

hardcopies were provided. For the third person, information was emailed as attachments. 

Each person was given approximately 10 days to review documentation and provide 

feedback. Feedback was received from all three people, with some suggestions for minor 

amendments or changes, e.g., including ‘the importance’ within the aim; including Te Tiriti 

o Waitangi for CRQ1; and changing the order of statements for CRQ1 and FGQ1. After 

receiving suggestions, amendments were made and used for the questionnaire and FG 

questions detailed in Appendix F and Appendix G, respectively. 

4.7 Limitations, Reliability and Bias 

Limitations, delimitations, reliability and bias that arose during the research period 

were considered, as discussed below. 

Limitations 

Limitations identified included the number and type of organisations chosen for 

participating in this study, having a cross-sectional time-horizon, and finite timeframe where 

only a ‘snapshot’ could be measured within the period of the thesis paper. Other limitations 

included using a specific area of service delivery or group, reducing the number of potential 

participants; FG date, time and venue, which were dependant on the organisations; 

availability of executive/leadership team members; and potential FGP absences on the day. 

Delimitations 

Delimitations included the choice of organisations approached for participation 

within this study, which the researcher also knew were diverse Aotearoa organisations with 

diverse groups of people. As there were no predefined data collection tools, the design for 
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the questionnaire and FGQs were specific to research topic, problem statement, aim, 

objectives, RQ and IQs. 

Reliability 

Use of the questionnaire and FG identified some aspects of reliability for these tools; 

analysis of both qualitative data and quantitative data through triangulation have also been 

discussed. Providing detailed discussion for procedures used, this study could be replicated 

using a similar methodology, research design and plan. If conducted within similar 

organisations, it is envisaged findings would also be similar. Similarly, approaches used 

were consistent with each participating organisation, in terms of initial contact with key 

contacts, confirming organisation’s participation, timeframes for questionnaire, FG date, 

time and venue that worked for the organisation and those who participated in these, and 

providing FGP a transcript for review and confirmation; these would also contribute to 

reliability of methodology, research design and plan. 

Bias 

There was potential for bias to occur during the FG, on behalf of the researcher. As 

the researcher held sound knowledge and understanding of the research topic and context, 

and had previous experience working for organisations with a social/community focus or 

orientation, the offer of personal reflections had the potential to create bias. Using a semi-

structured approach for FG, where the researcher encouraged open and relaxed discussion, 

and in the spirit of retaining participant’s engagement and commitment to these sessions, 

meant there was potential to offer personal reflections. Upon reflection and transcribing of 

the FG, the researcher acknowledges on one or two occasions during each session, there 

were some personal reflections given, based on verbal and non-verbal cues from FGP, and 

post their own perspectives; however, once aware of this, the researcher was more mindful 

of not offering these. 

4.8 Ethical Considerations 

For this study, it was vital to ensure ethics was a priority where several ethical 

considerations were made as part of the ethics approval process and ethics application 

submitted to the SIT Human Research Ethics Committee. From this, ethical approval was 

granted as per the ethics approval letter in Appendix A. Ethical behaviour relates to the way 
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in which the researcher thinks, behaves and engages with others and affect this has on others 

(Awasthy, 2020, p. 156; p. Saunders et al., 2016, p. 239) throughout the duration of this 

study to ensure safety of both researcher and participating organisations and their 

employees. The 12 key ethical concepts of informed consent; confidentiality; voluntary 

participation; anonymity; right to withdraw; privacy; permission, participant safety; avoid 

coercion; researcher safety; avoid deception; and dissemination (SIT, 2019, p. 46) were 

considered as part of the ethics application for approval. Additionally, ethics principles 

where Kaupapa Māori Research is used or incorporated were also considered as another 

framework to guide ethical behaviour during this study, detailed in Table 4.9. 

Table 4.5 

Kaupapa Māori Research Ethical Framework and Principles 

Principle Meaning 

Aroha ki te tangata Respect for people 

He kanohi kitea  Being a face that is seen and known 

Titiro, whakarongo...kōrero Look, listen and then, later, speak 

Manaaki ki te tangata  Looking after people 

Kia tupato  Be cautious 

Kaua e takahia te mana o te tangata  Do not trample on the mana (dignity) of people 

Kia mahaki Be humble 

Note: Sourced from Katoa Ltd (n.d.-b). 

Ethical considerations for this study were also provided in the information sheet for 

organisations and participants in Appendix E, which outlined the research and implications 

for their participation, and provided information about the study to avoid deception. Such as 

stating the organisation and individuals participation was voluntary; organisations and 

individuals were not coerced by the researcher, including no compensation or koha/gift 

given to further avoid coercion; there was a right to withdraw from the study; anonymity of 

organisation and individuals would be paramount to ensure confidentiality and privacy, e.g., 

using non-identifying data collected and/or reported on within the thesis report; and methods 

information would be made available during and post the study, e.g., data collection, 

analysis, storage for five-years and destruction, and availability of the final thesis report on 

request. Further discussion relating to the two data collection methods and tools 

(questionnaire and FG), are detailed below to cover consent, permission, and participant 

safety. 
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4.8.1 Method 1: Questionnaire 

Data collection using an online questionnaire via SurveyMonkey did not require a 

consent form. However, all individuals who accessed their provided questionnaire link were 

informed completion of the questionnaire would comprise implied consent, including data 

to be included within this research. To ensure participant safety, confidentiality and privacy, 

the relevant collector ID online link was emailed to the key contacts to forward on to their 

relevant employees; the researcher, therefore, did not know employees emailed or asked to 

participate in this study. The questionnaire itself also did not ask for identifiable information 

from individuals, such as name, address, contact details or date of birth, and using 

SurveyMonkey via an online link where a unique respondent ID is randomly allocated, 

meant privacy and confidentiality of individuals remained anonymous and was still 

unknown to the researcher. 

4.8.2 Method 2: Focus Groups 

Using FG requires individuals to give their consent prior to participation in the 

session. A FG consent for participation form, (Appendix H), was completed by participants 

and researcher prior to the FGQs and discussion were carried out. The FGQs did not ask for 

identifiable information from participants; however, a FGP demographics form was 

provided and completed (Appendix I). Although information was gathered, this was non-

identifiable. To ensure participant safety during the FG, objectives were read to participants, 

including maintaining confidentiality post-focus group session. A pseudonym is also used 

within the transcripts documentation and thesis report to maintain confidentiality and 

privacy for organisations and individuals. 

4.9 Summary: Methodology 

Within this chapter, a detailed analysis and justification for the methodology applied 

to this study was provided. Starting with the RQ and IQs, the research plan and design was 

based on these, which were used to identify the most appropriate philosophy, approach, 

design, methodological choice, strategy, time-horizon, and primary research methods; thus 

being, interpretivist, inductive, qualitative mixed methods, exploratory case study that is 

also a cross-sectional study using a questionnaire and FG for data collection and tools. The 

purpose design, procedures, participants and sampling, data analysis and pilot testing for the 
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questionnaire and FG were also discussed in detail, including the design of CRQs and FGQs 

being specific and related to the research, aim, objectives, RQ and IQs. Additionally, 

limitations, delimitations, reliability and bias of the methodology were also discussed, 

before ethical considerations were outlined, including further discussion for each data 

collection tool and method used. 
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Chapter Five: Findings and Analysis 

Within Chapter Five, findings and analysis relate to the results from the data. As 

outlined in Chapter Four, an interpretivist, inductive, exploratory case study, including 

aspects of Kaupapa Māori, were used, where a predominantly qualitative, mixed methods 

methodology incorporated two data collection methods and tools using a questionnaire and 

focus groups (FG). These methods and tools were used to investigate the research topic and 

problem statement, and to answer the research question (RQ), and supporting additional 

investigative questions (IQ): 

RQ What strategies are required to instill and embed bicultural, and specifically Māori, 

values in a diverse Aotearoa/NZ workplace? 

IQ1 How can a diverse Aotearoa/NZ workplace instill and embed bicultural, and 

specifically Māori, values? 

IQ2 What recommendations can be made to instill and embed bicultural, and specifically 

Māori, values in a diverse Aotearoa/NZ workplace? 

IQ3 Where does the responsibility lie to instill and embed bicultural, and specifically 

Māori, values in a diverse Aotearoa/NZ workplace? 

This chapter provides discussion on the findings and analysis, and other relevant discussion, 

as detailed within seven sections. 

5.1 Introduction 

Approaches for findings and analysis of data are consistent with the inductive 

exploratory case study, whereby analysis relates to the RQ and IQs. Findings and analysis 

explain results from the questionnaire and FG. The quantitative data results used categorical 

and numerical data analysis from the questionnaire respondents (QR) and focus groups 

participants (FGP) demographics, and qualitative data results used thematic and comparative 

analysis from six focus groups questions (FGQ) and four core research questions (CRQ). 

Based on the analysis, a hypothetical case study organisation (CSO) was used for discussion 

and linked to content provided in previous sections, specifically Chapter Two and Chapter 

Three. 

As a segue, an overview of the research cohort discusses the context of the three 

participating organisations, and overview of sample participants for both questionnaire and 
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FG. With a useable sample of 47 participants, questionnaire results pertain to quantitative 

data collated for organisation and participant demographics, and quantitative and qualitative 

data collated from CRQs. The three FG sessions sample included 11 participants, using 

quantitative data from FGP demographics, and qualitative data from FGQ responses as per 

transcribed discussions.  

First, results and findings provide quantitative data analysis from demographics data, 

and six CRQs, i.e., CRQ2-CRQ7. Each section has appropriate sub-sections, where these 

quantitative data sets show the data analysis as graphs or pie chart, followed by a summary. 

Secondly, results and findings provide qualitative data analysis from both FGQs and CRQs; 

appropriate sub-sections are also used. From the transcribed FG discussions and 

questionnaire qualitative data, manual coding steps were used to identify eight themes. 

These eight themes align with three IQs and discussed from this perspective, with specific 

participants quotes (italics) provided. 

Additionally, other relevant discussion incorporates findings and overall exploratory 

case study, using a hypothetical CSO, where discussion is linked back to the RQ and relevant 

theories and concepts (Chapter Two), and other relevant literature and research (Chapter 

Three). Finally, an overall summary of findings and analysis for answering the RQ and IQs 

is provided. Concluding statements are made on the overall research topic and problem 

statement Bicultural, and specifically Māori, values in a diverse Aotearoa/NZ workplace. 

5.2 Research Cohort 

Based on the research topic and gaps identified in Chapter One and Chapter Three, 

diverse organisations and participants were needed; these were included in the research 

cohort. Initially, five diverse Aotearoa organisations were considered; however, due to the 

time-horizon, it was more realistic for three organisations. For each organisation, the 

researcher had some prior knowledge and/or understanding, but also conducted other 

research to gain further insight. The commonality of these diverse organisations was their 

social/community focus or orientation and considered representative of a social entity within 

social responsibility (SR) identified in Chapter Two. 

As this study focused on diverse Aotearoa workplaces, participating organisations 

also needed to be representative of these. As summarised in Table 4.2, organisations were 
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from a different sector/type, e.g., limited liability company, charity or charitable trust, 

incorporated society or NGO. Diversity of these organisations also related to the industries, 

and different region location/s within Aotearoa; two organisations affiliated with a wider 

global/international organisation and structure that operate in other continents; and the other 

organisation had offshore locations in another country.  

Different approaches used for selection included: (a) approached a friend at one 

organisation (Organisation Tahi); (b) discussed the study with someone who then spoke to 

their manager colleague at the second organisation (Organisation Rua), where this colleague 

then communicated with the researcher, including arranging a face-to-face meeting to 

discuss further; and (c) made contact and had discussions with a previously known 

professional associate at the third organisation (Organisation Toru). These three key contacts 

then spoke with their respective executive/leadership teams, and research teams where 

applicable, before confirming their participation in this study.  

Initially, diverse employees as questionnaire participants within each organisation 

would range from 10-100. However, after discussions with the key contacts, Organisation 

Tahi selected a specific group of 10 potential employees, and Organisation Rua selected a 

specific area of service delivery within four office locations with 30-35 potential employees. 

Therefore, the potential number of participants ranged from 10-35, or a maximum total of 

approximately 70 potential participants and responses. Questionnaire data collected resulted 

in 58 responses, or 82.86% of the 70 potential participants. Of the 58 responses, 11 QRs 

provided no response to the seven CRQs; thus, the useable sample size was reduced to 47 

QRs, or 81.03% of the 58 responses received. Findings and analysis, therefore, relate to 47 

QRs who provided answers to majority of the CRQs; three QRs did not provide a response 

for any of the phrases within CRQ1. However, as these QRs provided at least one response 

to all other CRQ and/or statements within these, it was deemed appropriate their data was 

still included.  

For the FG, as initially indicated, the total number of potential FGP was 15. 

However, due to one or two FGP absences for the scheduled FG, the sample size was 11 

FGP, or 73.33% of the 15 potential FGP. All FGP completed a demographics form, and 

signed consent form, and alongside the transcribed FG, the quantitative and qualitative data 

used within the findings and analysis come from these. Each FG transcript was sent to FGP 

for review, where an opportunity for amendments could be made; the amended transcripts 
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were used for these findings and analysis. At Organisation Toru, two FGP had to leave early; 

however, written responses to the remaining questions were provided to the researcher 

before they left, who, after identifying the participant, read their responses aloud for each 

relevant FGQ. Thus, was deemed all 11 FGP had the opportunity to participate and respond 

to the six FGQs; therefore, was 100% participation in the FG where all data was suitable 

and useable for the analysis. 

5.2.1 Research Cohort Summary 

From the research cohort overview, the steps for choosing the three participating 

organisations are detailed, giving the pseudonyms used to identify each organisation. Further 

details also provide the context for questionnaire participants and FG, and number of 

responses and useable data and FGP, respectively, which will be used for quantitative and 

qualitative data analysis and findings.  

5.3 Quantitative Data Analysis: Diverse Organisations and 

Participants 

The quantitative data collected from 47 QR and 11 FGP is discussed within this 

analysis to show representation of organisations and participants. This information is 

detailed and discussed below. 

5.3.1 Questionnaire: Part One – Organisation Demographics 

These results reflect the six organisation demographics questionnaire questions from 

Part One. This analysis is shown in the following graphs and pie chart, with other discussion 

provided.  

Figure 5.1 identified region(s) organisations are located, where more than one fixed-

list option could be selected. Organisation Tahi is in five regions, Organisation Rua is in all 

16 regions, and Organisation Toru is in one region. Overall, within 16 Aotearoa regions, at 

least two organisations operate in six regions, and at least one organisation operates in the 

remaining 10 regions.  
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Figure 5.1 

Respondents Identified Region(s) Their Organisation Is Located 

 

Note: Only data with responses is shown. 

From Figure 5.2, this indicates majority of QR identified their organisation is also 

in international locations outside of Aotearoa. 

Figure 5.2 

Respondents Overall Responses of Their Organisation Also Having International 

Locations 

 

Note: Only data with responses (n=47) is shown. 

To show further breakdown, Figure 5.3 details responses overall and for each 

organisation. The data shows over 70.00% of QR within each organisation confirmed yes 

their organisation also has international locations. From the high yes responses, this further 

confirms all three organisations have international locations outside of Aotearoa. 
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Figure 5.3 

Respondents Identified Breakdown of Their Organisation Also Having International 

Locations 

 

Note: Only data with responses is shown. 

For the yes responses, QR identified the continent(s) their organisation is located, 

where more than one fixed-list option could be chosen. As shown in Figure 5.4, 

Australia/Oceania was the only continent all three organisations are located. For all other 

continents, both Organisation Rua and Organisation Toru is located. Overall, data shows 

one organisation is in one continent, and two organisations are in all seven continents. 

Figure 5.4 

Respondents Identified Continent(s) Their Organisation Is Located 

 

Note: Only data with responses is shown. 
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Six of the 10 fixed-list options had responses, where more than one could be selected. 

Another option was Other, with data represented as Other (Total). The results in Figure 5.5, 

identified Organisation Tahi as Limited Liability Company, Private Sector, Public Sector, 

and Other; Organisation Rua as Incorporated Society, and alongside Organisation Toru, 

both are identified as Charity or Charitable Trust and Non-Government Organisation 

(NGO). Overall, data shows organisations are from a variety of sectors and/or types. 

Figure 5.5 

Respondents Identified Organisation Sector and/or Type 

 

Note: Only data with responses is shown. 

* Details of Other are removed to protect anonymity; Other (Total) is used to represent data. 

Ten of the 18 fixed-list options had responses, where more than one could be 

selected. Another option was Other, with data represented as Other (Total). Results detailed 

in Figure 5.6 show Organisation Tahi operates in one industry; Organisation Rua operates 

across seven industries plus Other; and Organisation Toru operates across five industries 

plus Other. Overall, data shows organisations are spread across a variety of industries. 
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Figure 5.6 

Respondents Identified Organisation Industry or Industries 

 

Note: Only data with responses is shown. 

* Details of Other are removed to protect anonymity; Other (Total) is used to represent data. 

Eight of the 10 fixed-list options had responses, where more than one response could 

be selected. As Figure 5.7 shows, responses for number of employees in organisations 

varied. Overall, results give some indication for employee numbers and differences in 

organisations sizes, with majority selected 500+ employees. 

Figure 5.7 

Respondents Identified Organisation Employee Numbers 

 

Note: Only data with responses is shown. 
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5.3.2 Questionnaire: Part Two – Respondents Demographics 

These results reflect four QR demographics questionnaire questions in Part Two. 

Results are shown in the following graphs, with other relevant discussion provided. 

Using a combined data matrix, Figure 5.8 shows QR selected gender and age group. 

These combined data sets show all three organisations have employees who identify from 

two genders (female and male), where female had the most representation. Representation 

of age was across at least four age groups, where 25-34 years and 35-44 years had the largest 

representations, which also included reasonable gender balance with almost 55% total 

female and 50% total male represented. Overall, results show representation of QR genders 

and age groups, including within each organisation. 

Figure 5.8 

Respondents Identified Gender and Age Group 

 

Note: Only data with responses is shown. 

From 16 possible Aotearoa regions, where more than one fixed-list option could be 

selected, seven had responses as detailed in Figure 5.9. Data shows Organisation Tahi QR 

in three regions, Organisation Rua QR in four regions, and Organisation Toru QR in one 

region. Results also identify only one region had QR from two organisations, specifically 

Organisation Rua and Organisation Toru. Overall, data shows representation of QR and 

organisations across three South Island and four North Island regions. 
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Figure 5.9 

Respondents Identified Region(s) Located In 

 

Note: Only data with responses is shown. 

For the 23, fixed-list options, where more than one could be selected, 11 had 

responses; Other was also selected. As shown in Figure 5.10, the group(s) QR most identify 

with found Organisation Tahi QR in five groups; Organisation Rua QR in seven groups, plus 

three who selected Other, specifically New Zealand Pakistani, Cornish, and European South 

African; and Organisation Toru QR in eight groups. Overall, the data shows QR are from a 

variety of groups, including within each organisation. 

Figure 5.10 

Respondents Identified Group(s) Most Identify With 

 

Note: Only data with responses is shown. 
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5.3.3 Focus Groups: Participants Demographics 

Like collated QR demographics, FGP were asked these same questions. Results from 

FGP reflect the four questions in the Focus Groups Participant Demographics form. These 

results are shown in the following graphs, with other discussion provided. 

Using a combined data matrix, Figure 5.11 shows FGP selected gender and age 

group. These combined data sets show all three organisations have FGP who identify from 

two genders (female and male), where female representation was one more than male. 

Representation of age was spread across at least two age groups, where 35-44 years has the 

most representation, which also include both genders. Overall, results show representation 

of FGP genders and age group, including within each organisation. 

Figure 5.11 

Participants Gender and Age Group 

 

Note: Only data with responses is shown. 

With less participants, only four of 16, fixed-list Aotearoa region options were 

selected, where more than one could be chosen, as detailed in Figure 5.12. Results shows 

FGP from Organisation Tahi and Organisation Toru in one region, and Organisation Rua in 

two regions. Overall, data shows representation of participants and organisations across two 

regions in both the South Island and North Island. 
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Figure 5.12 

Participants Region(s) Located In 

 

Note: Only data with responses is shown. 

Four of 23, fixed-list options, where more than one could be selected, had responses; 

Other was also selected. As shown in Figure 5.13, the group(s) FGP most identify with 

found Organisation Tahi FGP in four groups; Organisation Rua FGP in two groups; and 

Organisation Toru FGP in two groups, plus Other, specifically Indian. Overall, data shows 

FGP are from a variety of groups, including within each organisation. 

Figure 5.13 

Participants Group(s) Most Identify With 

 

Note: Only data with responses is shown. 

0.00

50.00

100.00

150.00

Auckland Wellington Otago Southland

P
e

rc
e

n
ta

ge

Regions

Focus Groups Participants
Region(s) Located In

All Responses (n=11) Organisation Tahi (n=3) Organisation Rua (n=3) Organisation Toru (n=5)

0.00

20.00

40.00

60.00

80.00

100.00

120.00

Pākehā New Zealand
European

English Filipino Other Total

P
e

rc
e

n
ta

ge

Groups

Focus Group Participants
Group(s) Most Identify With

All Responses (n=11) Organisation Tahi (n=3) Organisation Rua (n=3) Organisation Toru (n=5)



Maania T. Niha, 34396 

92 

5.3.4 Summary: Diverse Organisations and Participants 

For quantitative data analysis of QR responses for organisation demographics, this 

confirms the three participating organisations are diverse. Representation of diverse 

organisations include locations in different Aotearoa regions; having international locations 

and located in different continents; operating across different sectors and/or types and in 

different industries; and of different sizes. Using demographics from both QR and FGP, 

results also shows participants come from diverse backgrounds. Both QR and FGP in this 

study had representation of genders, age groups, regions, and groups they most identify with. 

Therefore, this shows a diverse research cohort overall, including each organisation and 

employees within these; thus, relevant to this study’s focus, specifically in a diverse 

Aotearoa/NZ workplace. 

5.4 Quantitative Data Analysis: Questionnaire CRQs 

For CRQs, the mostly quantitative data comes from 47 QR and their questionnaire 

responses from Part Three. Questions were specific to the research topic, problem statement, 

research aim, objectives, RQ and IQs. From 47 QR, quantitative data responses for CRQ2-

CRQ7 are analysed, as detailed, and discussed further below. 

5.4.1 Questionnaire: Part Three – CRQ2 

Using a five-point Likert scale, CRQ2 included five statements for understanding 

of… and important to me. Results reflect QR responses, as shown in the following graph, 

with other discussion provided. 

In the context of Aotearoa statements, Figure 5.14 shows both statement’s responses 

from highest to lowest were neither agree or disagree, agree, disagree and strongly 

disagree. The second statement also had responses for strongly disagree. For the last three 

statements, QR responses were similar from highest to lowest as strongly agree, agree, and 

neither agree or disagree. The last two statements also had responses for disagree. 

Understanding biculturalism and multiculturalism and importance of these, data overall, 

shows majority of QR neither agree or disagree with these statements, similarly, there were 

also reasonable agree responses for both statements. With the combined two highest 
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responses for understanding of… Te Tiriti principles, bicultural values, and Māori values, 

data shows these are important to me by majority QR, with Māori values rated highest. 

Figure 5.14 

Questionnaire CRQ2 Responses 

 

Note: Only data with responses (n=47) is shown. 

5.4.2 Questionnaire: Part Three – CRQ3 

Using a five-point Likert scale, CRQ3 had nine statements for working in an 

organisation that… and important to me. Results reflect QR responses, as shown in the 

following graph, with relevant discussion provided. 

Within Figure 5.15, data shows consistency and similarities across all statements, 

where majority of QR responses was strongly agree, followed by agree, then neither agree 

or disagree. Overall, results were evenly spread across all statements for working in an 

organisation that… understands, recognises and encourages, and develops, implements and 

embeds, Te Tiriti principles, bicultural values, and Māori values, and shows these are 

important to me by majority QR, with Māori values rated highest overall. 
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Figure 5.15 

Questionnaire CRQ3 Responses 

 

Note: Only data with responses (n=47) is shown. 
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For develops, implements and embeds…, these were more consistent and similar 

across all statements. Majority QR agree, then neither agree or disagree, followed by 

strongly agree, and finally disagree. One QR had no response for the Te Tiriti principles 

statement. However, Te Tiriti principles and bicultural values were the same and slightly 

higher that Māori values. 

These results, overall, show slight differences for understanding the importance 

of…, broad differences of recognises and encourages the use of…, and some similarities of 

develops, implements and embeds…, Māori values, bicultural values, and Te Tiriti 

principles, and the organisation I work for as identified by QR. 

Figure 5.16 

Questionnaire CRQ4 Responses 

 

Note: Only data with responses (n=47) is shown. 
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quantitative count, and reflect QR responses, as shown in the following pie chart with other 

discussion provided. 

All 11 response-options were selected, with a response also for Other. Figure 5.17 

shows majority QR selected training and education of employees. Other high responses were 

communication within the organisation; involvement of all employees; consulting with 

Māori; and involvement of senior management. Mid-range responses were incorporated 

within organisational values; workplace policies; guidelines, standards; and use of 

appropriate framework(s). The lowest responses were educating senior management of the 

benefits; developed within a specific strategy; and through the organisational structure. The 

data, overall, shows a variety of approaches can be used for bicultural values being 

implemented in an organisation as identified by QR. 

Figure 5.17 

Questionnaire CRQ5 Responses 

 

Note: Only data with responses (n=47) is shown. 
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organisation? All responses are included in the quantitative count, and reflect QR responses, 

as shown in the following pie chart, with other discussion provided. 

All nine response-options were selected, with responses also for Other. Figure 5.18 

shows most QR selected lack of understanding and knowledge. Mid-range responses were 

lack of leadership; communication barriers; and barriers to training and education. Low-

range responses were lack of, or no appropriate framework(s); resistance to change; 

financial/budget constraints; and lack of, or no specific workplace policies. The lowest 

response was time constraints. Overall, data shows there are a variety of factors that limit 

the development and implementation of bicultural values in an organisation as identified by 

QR. 

Figure 5.18 

Questionnaire CRQ6 Responses 

 

Note: Only data with responses (n=47) is shown. 
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included in the quantitative count, and reflect QR responses, as shown in the following pie 

chart, with other discussion provided. 

All five response-options were selected, with responses also made for Other. Figure 

5.19, majority responses selected were the management team; and the CEO or manager. 

Another high response was the board or governance, and the lowest responses were the 

Trustees and the owner(s). This data shows, overall, responsibility for implementing and 

embedding bicultural values in an organisation lies mostly with management and leadership, 

and then governance as identified by QR. 

Figure 5.19 

Questionnaire CRQ7 Responses 

 
Note: Only data with responses (n=47) is shown. 

5.4.7 Summary: Core Research Questions 
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the Likert scales ranging from strongly agree to disagree for the organisation I work for… 

and understands the importance of..., recognises and encourages the use of…, and develops, 

implements and embeds…, these principles and values.  

For CRQ5-CRQ7, it should be noted questions only referred to bicultural values, 

whereas all other questions related to bicultural, and specifically Māori, values. Data and 

results for these CRQs show a variety of approaches and factors are needed for, or limit, 

implementation of bicultural values in an organisation, with responsibility lying mostly with 

management, leadership, and then governance, followed by other relevant stakeholders also 

needed. 

The CRQs analysis, overall, shows differences of understanding and importance 

placed on Te Tiriti, bicultural values, and Māori values between QR and where they see this 

within the organisation they work for. Several approaches and factors were also identified 

for bicultural values, indicating some are more important than others; however, these would 

also be relevant to Māori values. Overall, the results are relevant and explicit to the problem 

statement and study’s focus, Bicultural, and specifically Māori, values. 

5.5 Qualitative Analysis: Investigative Questions and 

Themes 

Qualitative data is taken from FGQs asked during the three FG sessions, and four 

questions within the questionnaire. Like CRQs, FGQs were specific to the research topic, 

problem statement, research aim, objectives, RQ and IQs. For FGQs, qualitative data are 

responses from 11 FGP. After FG transcriptions, manual coding was completed. During 

familiarisation of data, similar perspectives were grouped into initial coding, then refined 

coding, and finally selected coding. Selected coding was then grouped into identified 

themes, which were refined, then defined, resulting in eight themes. Subsequently, 

questionnaire qualitative data also went through this coding process.  

Overall, qualitative data analysis came from 11 FGP responses to all FGQs, with 

additional data from 47 QR responses to CRQ1, and CRQ5-CRQ7. The eight identified 

themes detailed in Table 5.1, also indicates relevant IQ for each theme. Analysis is discussed 

from each IQ and relevant themes, as provided within this section, with supporting or 

contrasting perspectives from FGP and QR also provided. 
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Table 5.1 

Qualitative Data Themes and Relevant Investigative Questions 

Theme 

Investigative Question 

IQ1 IQ2 IQ3 

Theme 1 (T1): Biculturalism and Multiculturalism ✓ ✓  

Theme 2 (T2): Bicultural Foundation and Bicultural Values ✓ ✓  

Theme 3 (T3): Te Tiriti and Te Tiriti Principles ✓ ✓ ✓ 

Theme 4 (T4): Māori Values and Māori Culture ✓ ✓  

Theme 5 (T5): Bicultural, and Specifically Māori, Values, 

Practices or Frameworks 

✓ ✓ ✓ 

Theme 6 (T6): Diverse Cultures, Groups and Communities ✓ ✓  

Theme 7 (T7): Employees ✓ ✓ ✓ 

Theme 8 (T8): Stakeholders ✓ ✓ ✓ 

5.5.1 IQ1 Themes and Analysis 

The focus of IQ1 asked how can a diverse New Zealand workplace instill and embed 

bicultural, and specifically Māori, values? All eight themes relate to this IQ, with relevant 

analysis provided. 

T1: Biculturalism and Multiculturalism 

Theme T1 reflected similar knowledge of FGP and QR understanding of the more 

literal defined meaning for both bi- and multi- culturalism. Additionally, biculturalism was 

Māori or tangata whenua and Pākehā/Tauiwi or non- Māori, or the two recognised cultures 

in Aotearoa, co-existing alongside both cultures together (11 QR). Other multiculturalism 

perceptions were: 

“Multiple beliefs and values in a multicultural country” (Respondent 12665023307); 

and 

“Form a bicultural place – … we don’t see Māori as “another” culture…, but as 

part of our key identity… We approach and engage with other cultures from this 

space… two unique cultures already connected as one” (Respondent 12704176744). 

Overall, participants had a literal knowledge of understanding in the Aotearoa 

context. This has relevance and importance to IQ1 in a diverse Aotearoa workplace. 

Therefore, using existing understanding and knowledge to identify similarities and 

differences as a starting point to extend and build on these is needed; thus, can reduce the 

gaps, specifically within the Aotearoa context. 
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T2: Bicultural Foundation and Bicultural Values 

For T2, understanding and knowledge was definitive, highlighting similarities and 

differences. General knowledge was the literal understanding of “bi”-cultural (15 QR), while 

differences were broader perspectives, i.e., awareness, understanding, valuing, respecting, 

accepting, and having equality of, and for, both cultures and values (FGP; 29 QR). Knowing 

your own culture or heritage was important, but to also consider: 

“Taking [other values] into account and using the knowledge to inform” 

(Respondent 12665025143); and 

“The culture of the country or region in which one has settled” (Respondent 

12706856772). 

Other contrasting perspectives were: 

“Recognition, acceptance, and… embracing of both cultures… [is] what we should 

aspire to” (Participant I); 

“A misleading term that tends to disguise Pākehā values with a smattering of te reo” 

(Respondent 12664545458); and 

“When you have a combination of two cultures and cultural backgrounds which are 

unequally portrayed to one another” (Respondent 12664984298). 

These views, overall, show majority participants had a literal to a broader 

understanding. This has an impact for IQ1 in a diverse Aotearoa workplace. Like T1, use 

this as a starting point to build and extend understanding and knowledge base; thus, helping 

reduce gaps further. 

T3: Te Tiriti and Te Tiriti Principles 

Within T3, understanding ranged from general to broad (e.g., founding document, 

part of constitution, agreement between Māori/tangata whenua and Pākehā/Tauiwi); or 

deeper level, including knowledge of Te Tiriti principles partnership, protection and 

participation. Diverse responses, and other contrasting statements made were the historical 

context of Te Tiriti (differences in translations, meaning and understanding, and 

colonisation), and failings/breaches by the Crown. Some polarised views, as examples, 

were: 
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“It's a stretch target because I think what was agreed in 1840, hasn't even been 

upheld or realised” (Participant M); 

 “A weapon used against Indigenous Māori by British Crown to colonise their land, 

people and culture” (Respondent 12665073717); and 

“Triggered NZ's transition from te Ao Māori to a Pākehā dominated society - 

numerically, economically, socially” (Respondent 12665127078). 

Two FGP also explicitly credited their knowledge to higher education, i.e., 

completing teachers’ college. Participant R also acknowledged other indigenous people and 

a treaty, or lack of, where: 

“A lot of them were done afterwards… the Native American… tribes, it was always 

after… their battles and issues and effectively wiped them out rather than 

beforehand, like they did with Māori”. 

Differences in understanding, knowledge, and education of Te Tiriti, overall, 

impacts perceptions and importance placed on this. Thus, has an impact and correlation to 

IQ1 in a diverse Aotearoa workplace; therefore, understanding Te Tiriti from both a 

historical context and relevance and application today, specifically through Te Tiriti 

principles, is vital. 
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T4: Māori Values and Māori Culture 

In T4 understanding was extensive from knowledge being traditions, cultural beliefs 

and values of Māori at a broader level, to detailed, specific concepts and beliefs identified 

(e.g., Te Ao Māori, Te Reo, tikanga, whanaungatanga, manaakitanga, mana, kaitiakitanga), 

and holistic approach (eight FGP; 17 QR). Other views of FGP own culture and Māori values 

were: 

“In a sense not too far apart” (Participant O); and  

“… always seem so sensible, and… can easily relate them to what your own values 

are” (Participant K). 

Other perceptions, including contrasting views, were: 

“… talking about your mountain and your river… tie yourself to the past, the land, 

the environment. I think that’s a very powerful link which we have forgotten in 

Pākehā urban society” (Participant E); 

“The values of our tangata whenua, values which we should all learn early in school 

and respect, but we need to do far better in this” (Respondent 12652779856); and 

“Understanding the true culture of NZ and incorporating this into every day life, we 

are very distant from this in NZ and we do not value Māori culture” (Respondent 

12710613943). 

Although contrasting knowledge, overall, many participants understood Māori 

values and Māori culture incorporates tikanga, Te Reo Māori, Te Ao Māori, and Māori. For 

IQ1 in a diverse Aotearoa workplace, knowledge of these concepts are essential. Therefore, 

understanding and connection that also recognises, accepts, values and embraces Māori 

values and culture respectfully is needed. 

T5: Bicultural, and Specifically Māori, Values, Practices or Frameworks 

For T5, viewpoints were similar from several participants. Key areas were 

understanding of bicultural values through Te Tiriti; inclusion of a bicultural element and 

awareness of Māori culture; and understanding of Māori values used by, and relevant to, 

organisations with practical application. Another significant viewpoint was the importance 
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and use of tikanga and Te Reo for integration and as a tool to gain understanding (two FGP). 

Other relevant or contrasting perspectives were: 

“No matter what our culture is, we need to be aware of Māori culture… [the] process 

that's used is beneficial to all other cultural approaches… the whole saying, if it's 

good for Māori, it's good for everyone…” (Participant H); and 

“To try and operate more from a perspective of... having the Treaty front of mind as 

opposed to something that's added on” (Participant M).  

Another view that can have an impact was: 

“… striving for the ideal can stop you doing anything, so deciding on what would be 

the ideal way to implement this in our organisation…” (Participant K). 

As identified, overall, perspectives were similar and recognised bicultural values 

through Te Tiriti, Māori values and Māori culture, and tikanga and Te Reo as critical for 

implementation and embedding across the organisation. Therefore, vital to IQ1 in a diverse 

Aotearoa workplace, and to the impact this would have on the degree of success or failure. 

Thus, requires clear and consistent policies, practices and processes relevant to organisations 

as a starting point and strategies for further growth and development. 

T6: Diverse Cultures, Groups, and Communities 

Several interesting perspectives and views related to T6. These included: 

“People moving here and there… each and every country has become diverse” 

(Participant N);  

“The world we live in” (Respondent 12664622867); and  

“A variety of cultures from around the world” (Respondent 12665127078). 

Alongside cultures, four FGP identified other diverse groups (e.g., gender, age, and abilities) 

and communities. Other FGP and QR understanding were co-existing; working together; 

inclusive environment; and acknowledging, appreciating, embracing, tolerating, valuing and 

respecting each other, i.e., cultures, beliefs, practices, and food. Other contrasting views 

were: 

“We are all people of the Treaty, Tangata Tiriti… by signing the Treaty, we all have 

the right to be here” (Participant E); 
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“…other people from other cultures… they brought their culture with them… we see 

different elements of their culture in our society, where they all... present it” 

(Participant I); and 

“… actually, we're all human being[s], all emotional beings, and so we live in New 

Zealand, we’re all New Zealanders” (Participant W). 

The overall perspectives are both interesting, similar and contrasting, and 

acknowledges diverse cultures, groups and communities in Aotearoa society, and the world, 

which is significant for organisations. Therefore, extremely relevant to IQ1 in a diverse 

Aotearoa workplace; thus, requires understanding, acceptance, valuing and being respectful 

of all people from diverse cultures, groups and communities.  

T7: Employees 

There were similar and varying views within T7. A broad range included 

representation (e.g., Māori and tangata whenua workforce; greater diversity of employees 

and volunteers); understanding, knowledge, education, and capability; HR practices and 

processes (e.g., attracting, particularly Māori talent; job adverts [that shows being a Treaty 

partner]; job descriptions [role behaviours honouring Te Tiriti]; induction; retention; 

welcoming, appealing and relevant to…, especially Māori); and other organisational 

practices (e.g., employee consultation; genuinely valuing employees; expectations and 

employees knowing these; sharing and celebrating successes); and training and 

competencies (e.g., genuinely educating employees, and educational upskilling) (eight 

FGP).  

Employee barriers or challenges were also identified. Notable perspectives included 

loss of “champions” and momentum; lack of Māori stakeholders; lack of education, 

knowledge and acceptance; lack of confidence; fear; individuals’ attitudes, opinions and 

personal beliefs; Māori employees from different iwi with very strong tikanga/cultural 

beliefs; and bias and racism (six FGP; one QR). Some specific responses were: 

“… this person has got really strong beliefs, [and] needs to understand other beliefs 

as well… indirectly means that [they are] not responding, wants to listen or 

understand other values…” (Participant N); and 
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“We don't know what we don't know… until I know where I need to go and what I 

have… I can't begin planning out the journey” (Participant R). 

With a broad range of responses, overall, there were several similar perspectives and 

views. These highlight importance of employees to organisations, and vast range of 

considerations needed. All have an influence and impact on IQ1 in a diverse Aotearoa 

workplace, particularly employee representation, understanding, knowledge, training, and 

competencies. Therefore, importance needs to be placed on appropriate and relevant HR and 

other organisational practices that welcome, appeal to, and embrace diverse employees, 

particularly Māori workforce, and providing learning and education opportunities. Thus, 

help increase employee knowledge, understanding and confidence, and reduce challenges 

and barriers. 

T8: Stakeholders 

Several points of discussion were relevant to T8. A broad range of FGP views 

included representation (e.g., Māori; other diverse people and groups; having the right 

people, particularly Māori); obligations (e.g., relevant to, valuing, embracing and respecting 

Māori, and other diverse people and groups; meeting contractual obligations under 

government agreements, including bicultural competency); organisation responsibility and 

ownership (e.g., Te Tiriti and Te Tiriti principles; creating belonging, and relevant and 

relatable organisational values to Māori); culturally appropriate policies and processes 

(including acknowledging Te Tiriti and Te Tiriti principles); and leadership and 

management role modelling and leading by example. 

Overall, broad perspectives and considerations were identified, which have an 

influence on stakeholders. These would also impact IQ1 in a diverse Aotearoa workplace; 

thus, important for organisations to have ownership and responsibility for stakeholder 

representation and partnerships, particularly with Māori as tangata whenua, and meet all 

relevant contractual and legislative obligations. 

5.5.2 IQ2 Themes and Analysis 

The focus of IQ2 was what recommendations can be made to instill and embed 

bicultural, and specifically Māori, values in a diverse New Zealand workplace” All eight 

themes were recognised as relevant to this IQ, as discussed. 
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T1: Biculturalism and Multiculturalism 

Additionally, within T1, several participants perceptions also explicitly related to the 

Aotearoa context and Te Tiriti. These views included a bicultural relationship and 

partnership between Indigenous people and non-Indigenous people; Aotearoa having a 

bicultural foundation in a multicultural society and country; and biculturalism does not 

exclude multiculturalism, or oppose each other as these are complementary, but also 

considered separate concepts (five FGP). In contrast, Participant E stated: 

“… the phrase biculturalism..., automatically gets the response of “what happens to 

multiculturalism?”;  

while another perspective of multiculturalism was: 

“an emerging, expansive and potentially hopeful concept that needs to be grounded 

in te Tiriti” (Respondent 12664545458). 

These perspectives were explicit and similar. Overall, relevant to both biculturalism 

and multiculturalism within Aotearoa. Therefore, heightens the importance and relevance of 

Te Tiriti to IQ2 and a diverse Aotearoa workplace. Additionally, can be a framework as a 

grounded foundation with practical application that encompasses multiculturalism by not 

excluding this. Thus, creating a more inclusive workplace environment. 

T2: Bicultural Foundation and Bicultural Values 

Within T2, other perspectives espoused the Aotearoa context further, i.e., Māori 

values; values of both Māori and Pākehā; or their shared values. The most thought-

provoking responses were the correlations made, again, to Te Tiriti, such as: 

“an acceptance and adherence to the Treaty” (Participant E); and 

“the rights are for everyone” (Participant M); 

and Te Tiriti principles and this relationship, shared history and unique responsibilities 

(three FGP). Other noteworthy perspectives were: 

“[The Treaty] is our foundation… yes we are now in a multicultural society…, but 

our foundation is one that is bicultural” (Participant I);  
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“It’s like the term foundation of a house, except... culture...; it depends on where... 

we are from and if we’re all coming into this one place, or we’re still fighting… It’s 

a difficult problem” (Participant W); 

“Respect to the indigenous culture first” (Respondent 12665127078); and 

“Not placing more value on the dominant culture. Learning what is valuable to 

another culture and being mindful of the lens through which we view” (Respondent 

12665469524). 

There were similar, contrasting and compelling perspectives. Overall, related to the 

Aotearoa context and Te Tiriti. Understanding differences, similarities and interconnection 

Te Tiriti has is required. Like T1, the interrelatedness of Te Tiriti also exists within T2, and 

confirms the importance and relevance to IQ2 in a diverse Aotearoa workplace. 

Additionally, further supports using Te Tiriti and Te Tiriti principles as a framework, where 

both cultures and Aotearoa bicultural foundation are recognised, accepted and embraced. 

T3: Te Tiriti and Te Tiriti Principles 

Other perspectives within T3 acknowledged Te Tiriti and its important principles are 

relevant today and should underpin work that organisations do; be used to guide engagement 

with Māori; and recognise Māori as tangata whenua (nine FGP; two QR). Additionally, other 

perspectives were: 

“We are moving in the right direction now after moving completely in the opposite... 

that doesn't necessarily mean… we're gonna get... to a comfortable place” 

(Participant K); 

“Those principles being incredibly important, but the realisation of the widespread 

of them is yet to occur” (Participant M); and 

“There's that real effort to try and make that connection… but then you go into other 

areas and I think the Treaty would probably be mentioned maybe once every two 

years” (Participant R). 

Participant E also stated Te Tiriti is a: 

“seminal document, everything that we have and do, subsequent to the Treaty starts 

with the Treaty”; 
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and Participant P stated: 

“the future sits in it”; 

both outlining the importance and relevance today. Respondent 12671840209 stated: 

“the challenge is now to honour it”.  

Some perspectives could have negative implications; however, overall, Te Tiriti has 

importance and relevance today. Therefore, is critical to IQ2 in a diverse Aotearoa 

workplace where incorporating Te Tiriti, specifically Te Tiriti principles is needed; thus, can 

be a framework, including appropriate training, as a positive approach to strengthen 

understanding and knowledge base. 

T4: Māori Values and Māori Culture 

For T4, other contrasting perspectives identified specific aspects. These included 

FGP and QR acknowledging Māori values, tikanga, protocols, and practices may vary 

between iwi, regions and across the country. After moving from the North Island to the 

South Island Participant R realised: 

“There's actually that variation among Māori-dom... it was a completely mind-

blowing concept”;  

and Participant T stated: 

“It took going on Tick Tock to find out that there's actually different dialects of Māori 

language...”.  

Several FGP also acknowledged Māori culture, particularly use of Te Reo Māori and 

translation, is more acceptable and frequent in Aotearoa media. As Participant E stated: 

“… much more normalised, and, so, people expect it..., and the great thing about 

it… is it’s happening without excluding other cultures”.  

Participant H also included: 

“misunderstanding around [Māori] values create a conflict… having knowledge of 

the values creates understanding”.  
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Additionally, all three FG sessions identified fear of – the unknown; what people 

don’t know; offending; doing and/or saying something wrong; and being disrespectful. Two 

contrasting, yet similar, perspectives were: 

“We can learn from that [Māori values]” (Participant K); and  

“The learnings that we can take from [Māori culture]... are becoming more and more 

evident in today's society” (Participant O). 

Furthermore, a broad range of perspectives were evident. Overall, highlighting 

Māori values and Māori culture are more accessible, accepted and embraced in Aotearoa 

society. These are extremely important to IQ2 in a diverse Aotearoa workplace, where 

understanding, recognising, accepting, valuing, embracing and respecting Māori values is 

needed. Thus, can help reduce fear and further increase confidence in the use and practice 

of Māori values in daily lives. 

T5: Bicultural, and Specifically Māori, Values, Practices or Frameworks 

Relevant and diverse perspectives for T5 identified a variety of responses. These 

included Māori values that were more well-known (e.g., manaakitanga; kotahitanga), to 

more specific values developed for the organisation, supported by symbols and 

whakatauki/“proverb” (Moorefield, n.d.-f, para. 2); practices (e.g., karakia; 

whakawhanaungatanga; mihi whakatau/“official welcome speech” [Moorefield, n.d.-a, 

para. 1]); and frameworks (e.g., Te Whare Tapa Wha/The house with four walls model; Te 

Tiriti principles) (FGP). An example was also given for how an organisation incorporated 

both Te Tiriti and identified Māori values through an inclusive organisational process 

bringing these two ideas together (Participant M).  

Other insights were specific organisational practices used to help build a solid base 

and foundation (e.g., communication; organisation support; employee involvement and 

consultation – discussions, focus groups, group work); using culturally appropriate 

processes; and accessibility and integration of values (three FGP). Several FGP viewpoints 

were using relevant and practical organisational strategies for implementation (e.g., valuing 

the importance of culture; reducing barriers) with examples, reminders, templates, (e.g., 

pōwhiri/“welcome ceremony on a marae” [Moorefield, n.d.-c, para. 2]), and ability to 

practice; celebrations (e.g., Matariki/Māori New Year; Te Wiki o Te Reo Māori/Māori 

Language Week); policies, practices and processes (including milestones, regular review, 
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monitoring progress, and evaluation); values relevant and applicable to the organisation and 

work done, and easy accessibility of these; bicultural and Māori values, practices and 

frameworks embedded across the organisation, rather than specific areas of service delivery; 

and time and resources. Other contrasting perspectives were: 

“It's hard to say what could we do… to incorporate values without also thinking 

about practice” (Participant H); and 

“There should be no issues around time constraints, as good things take time to 

embed. Similarly, there is enough access to free training resources to at least look 

at what can be started on”. (Respondent 12661820864). 

Although similar perspectives, a range of response were given. Overall, identified a 

variety of appropriate strategies and approaches. These can influence IQ2 in a diverse 

Aotearoa workplace; therefore, a solid foundation with strong values and beliefs, using 

engaging, consistent and accessible organisational practices is needed. These also need to 

be appropriate to the organisation and work, with practical application for implementing and 

embedding across the organisation, and all areas of service delivery.  

T6: Diverse Cultures, Groups and Communities 

Further relevant perspectives for T6 gave specific examples. Such as being immersed 

in, or involved with people from, another culture, group, or community (e.g., visiting a 

mosque or another country (Samoa, France); employees who practice Ramadan); being 

involved with broad age-group ranges (e.g., younger generation and being appealing and 

relevant; older generation who need to be brought along); and understanding and knowing 

the community where the organisation operates from (seven FGP). Participant H also noted: 

“engagement with the Treaty is more in the forefront of younger people”.  

Majority of FGP also had similar views. Again, related to being respectful of other 

diverse people and importance of knowing your community. Additionally, gaining 

knowledge of appropriate practices and expectations to avoid unintentional disrespect rather 

than intentional disrespect were also discussed. Participant W made an important point 

where: 

“we don’t actually have to believe it… but we need to respect… where that person 

is…”; 
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while Participant P added: 

“we need to understand our self and our own culture, [and] about how that interacts 

with others”.  

Perspectives, overall, were very similar, again acknowledged understanding of 

diverse cultures, groups and communities, plus importance of knowing your own culture. 

Therefore, both influence IQ2 in a diverse Aotearoa workplace. Using a holistic approach 

stemming from a bicultural foundation can inclusively encompass diverse people, cultures, 

groups, and communities. Therefore, providing avenues for learning of these is needed; thus; 

further increasing understanding, acceptance, valuing and being respectful of all people from 

diverse cultures, groups and communities.  

T7: Employees 

Within T7, other relevant perspectives were identified. Several specific approaches 

and strategies for employees included Māori internship programme targeted to 

rangatahi/“younger generation, youth” (Moorefield, n.d.-d, para. 2) Māori, contributing to 

normalising Māori culture in the workplace that creates reciprocal learning across the 

organisation; understanding; varying levels of Te Reo and/or cultural lessons; professional 

development and learning (Te Tiriti, Māori values, biculturalism and practical application, 

assessment of existing understanding, knowledge and competency in these, cultural 

training); Māori/cultural specific education and training (e.g., He Papa Tikanga/Certificate 

in Tikanga Māori); and support for mentoring/mentor across the organisation, or individual 

champions or group. 

One interesting discussion related to specific qualifications now incorporating Māori 

models of practice, e.g., Te Whare Tapa Wha (two FGP). Another viewpoint related to 

annual competency around bicultural practices, including multicultural aspects that are not 

opposing, is required for some professions; however: 

“… to be a culturally competent practitioner, you are participating in a multicultural 

environment, so it doesn't need to be you tick the bicultural box and that’s it…” 

(Participant K).  

Three other FGP identified potential drivers or influences, that can create challenges 

or tensions, including employees sensing the organisation needs; criticising or questioning 
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(e.g., “why haven’t we”; “we’ve been talking about this a long time”); push-back; and 

decisions not getting down to all employees or across the hierarchy. Additionally, the 

organisation needs to recognise and acknowledge where they are at, including work that still 

needs to be done, and clear communication to employees, and: 

“… be confident in saying…this is what we believe in, this is how we are going to do 

it… if we sit a little bit shaky on our foundation and our beliefs then it's very easy for 

staff, of any culture or any belief… to just give us a little bit of a push and we 

crumble” (Participant P). 

There were both similar and contrasting views. Overall, several relevant strategies 

and approaches were identified that are appropriate for employees. These are also applicable 

to IQ2 in a diverse Aotearoa workplace; therefore, including practical and relevant support 

of training, competencies, and strong organisational practices across the organisation is also 

needed. This can further help reduce tensions and barriers, and increase employee 

understanding and knowledge base. 

T8: Stakeholders 

Other interesting views relevant to T8 related to specific types of stakeholders. 

Several FGP perspectives included leadership, management and governance (e.g., having 

the right people; buy in; direction; commitment and leadership; embracing embedding of 

values; being strong in the organisation foundation, values and beliefs); clients/customers 

(e.g., holistic approach used when working with people; understanding needs of the person 

and where they are at, particularly rangatahi); all stakeholder groups (e.g., culturally 

appropriate marketing that attracts Māori and diverse groups; adapting to remain relevant 

with Māori and diverse groups, particularly the younger generation); and government (e.g., 

government policy/legislation, including influence or push to change). One view was strong 

organisational values and beliefs reflect the organisation and being transparent to 

stakeholders, and: 

“…if you come into our organisation… [these are] our beliefs, and our things that 

we value so you fit with it… and what we do will be valuable…” (Participant P). 

Another perspective on leadership was: 

“… if there seems to be… ticking boxes or window dressing, then that’s going to 

really limit… how successful it will be” (Participant E) 
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Several views gave interesting and contrasting perspectives. Overall, shows a broad 

range of stakeholder’s impact or influence organisations and approaches used, or otherwise. 

These further influence IQ2 in a diverse Aotearoa workplace; therefore, it is essential to 

understand needs of diverse stakeholders; have the right people and strong leadership, 

management and governance; have relevant and practical approaches that are truly 

implemented and embedded to attract diverse stakeholders; and complying with legislation 

and government policy. Thus, can reduce barriers, challenges, and not seen to be just ticking 

boxes, and create a solid foundation that contribute to the success of the organisation. 

5.5.3 IQ3 Themes and Analysis 

The focus of IQ3, was where does the responsibility lie to instill and embed 

bicultural, and specifically Māori, values in a diverse New Zealand workplace? Four of 

eight themes were identified as relevant, as detailed below. 

T3: Te Tiriti and Te Tiriti Principles and T5: Bicultural, and Specifically Māori, 

Values, Practices or Frameworks 

There were some very firm views that relate to both T3 and T6. Majority FGP and 

eight QR acknowledged everyone has responsibility for these. Two contrasting perspectives 

were: 

“… tangata whenua had to walk across the bridge to the European… way of doing 

things… now it's our turn to walk back across that bridge and to do things in a 

different way… it comes down to each one of us… to incorporate this into our lives… 

it can't exist in a little thing that we do from nine to five … it has to be…… across 

our whole life” (Participant H); and 

“If we choose to participate fully in New Zealand society and a bicultural society, 

and that's our responsibility to take that on and then bring that to the places that we 

work in, and spend that time…” (Participant O). 

Another perspective was noticing the lack of Māori values in another organisation when 

working in an organisation that does, such as: 

“… [going] to a meeting where nobody is greeted, and people don't introduce 

themselves… I feel so disconnected from everybody else in the room because we 

haven't done that… it just feels wrong” (Participant K). 
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For an organisation being international (in a philosophical sense), there could be challenges, 

or barriers, for changes or to incorporate these values, at the same time: 

“I don’t think the international organisation would be against this… it's also an 

opportunity… [as] the global network will be dealing with indigenous communities 

all over the world…” (Participant H). 

There were similar and contrasting perspectives, including some challenges or 

barriers, particularly if part of a global network. Responsibility, overall, acknowledged this 

being all people; therefore, has an impact and influence on IQ3 in a diverse Aotearoa 

workplace. If responsibility lies with everyone, it further highlights the importance for 

organisations to have both Te Tiriti and Te Tiriti principles, and bicultural, and specifically 

Māori, values incorporated that are supported by policies and practices across the 

organisation, including training and development opportunities. This can further contribute 

to reducing barriers and challenges, and create a solid foundation for the organisation. 

T7: Employees 

Majority FGQ and five QR views specifically identified T7 as having responsibility. 

Some contrasting perspectives, some of which could also be a barrier or challenge, were: 

“… if I'm going for a big speech or something, I have to prepare something in Māori, 

right, otherwise it doesn't look nice or... it feels a little bit of shame for myself, like 

why can't I do this…” (Participant N);  

“We have a shared history but what is our responsibility going forward… what is my 

individual responsibility, what is the responsibility of the organisation, what is the 

responsibility of Māori” (Participant P); 

“… it depends on who amongst the staff has the knowledge and mana to lead… it 

may be someone other than the senior managers is better able to influence this” 

(Participant R); and 

 “… in my role when I go out and speak somewhere… there’s now an expectation… 

that I need to do a mihi as an introduction… we see the expectation… is that you 

have to…” (Participant W). 

Several contrasting perspectives that could also be challenges or barriers for 

employees were identified. Overall, several participants stated responsibility also sits with 
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employees, particularly from an organisation perspective, and impacts and influences IQ3 

in a diverse Aotearoa workplace. Therefore, important to ensure employees know policies, 

practices and expectations, and where their responsibility lies. 

T8: Stakeholders 

Most FGP and eight QR identified T8 as having responsibility. Similar views were 

given, where some specific perspectives included resources (e.g., having support and access 

to the right people in the community); partnerships (e.g., equal Treaty partners; meaningful 

engagement, partnerships, relationships); and participation (with stakeholders, particularly 

with Māori, iwi, mana whenua/rights to authority over tribal land/resources, and marae). 

Some interesting perspectives were: 

“We were criticised for having this [contract]… at a public meeting… [a marae 

representative] said this is our responsibility to welcome people and we should have 

been the ones doing this, and… [that] was absolutely right and now… they have a 

role in doing that along with other people” (Participant K);  

“The government and the governance can only set the rules. It’s up to us to respect 

and implement them” (Participant T); and 

“…busy is often a barrier, also a lack of understanding… at times we expect Iwi to 

resource us to be better, but forget about partnership and know we have to give back 

– Iwi is also really busy and at times it is hard to connect as much as we 

could/should” (Respondent 12671840209). 

Other perspectives identified organisation management, leadership, and governance 

(e.g., as the initial driver; to get things started; to drive, embrace, encourage and support 

across the hierarchy; to lead by example; role modelling); representation (e.g., of Māori, 

particularly the board or governance); and organisational practices (e.g., understand and 

recognise where the organisation is at and what they do well; recognise different approaches 

and strategies).  

These perspectives identify several different stakeholders, including some 

contrasting views. Overall, management, leadership and governance play a crucial role in 

responsibility from an organisational perspective, having a significant influence and impact 

on IQ3 in a diverse Aotearoa workplace. Therefore, highlights the importance for having the 
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right people and organisational practices that embrace, encourage, and support bicultural, 

and specifically Māori, values across the organisation, and their responsibility to instill and 

embed these, including engaging and equal partnerships, and access to appropriate and 

relevance resources with different stakeholders, particularly Māori. 

5.5.4 Summary: Investigative Questions and Themes 

Using qualitative data from FGQs and four CRQs, FGP and QR responses gave a 

range of perspectives, including similar and contrasting views. All eight themes related to 

IQ1 and IQ2, and four themes to IQ3. Several relevant practical approaches and factors were 

identified for incorporating in a diverse Aotearoa workplace for how bicultural, and 

specifically Māori, values can be instilled and embedded within the organisation and relate 

to recommendations that can be made, which also extends to Te Tiriti and Te Tiriti 

principles. Additionally, several challenges and barriers were identified that could also have 

an impact; however, these could be reduced through identified practical approaches and 

factors. It was also highlighted everyone has responsibilities, both within work environments 

and personal lives. However, responsibility at an organisation level, starts with management, 

leadership, and governance.  

The qualitative analysis, overall, highlighted the importance of bicultural, and 

specifically Māori, values, Te Tiriti and Te Tiriti principles in a diverse Aotearoa workplace. 

Additionally, recognised practices, processes and organisational culture need to be 

encouraging and supportive and led from the top, which filters through the hierarchy and 

employees. Opportunities for training and learning are critical to increase understanding and 

knowledge, and reduce gaps, barriers and challenges. As stakeholders are diverse, they play 

an important role; therefore, vital for diverse organisations to have reciprocal relationships 

and equal partnerships with stakeholders and ensure their participation, particularly Māori, 

while also meeting needs of other diverse cultures, groups, and communities. With the 

combined FGQs and four CRQs qualitative data analysis, results are pertinent and explicit 

to the problem statement and study’s focus, Bicultural, and specifically Māori, values in a 

diverse Aotearoa/NZ workplace. 
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5.6 Discussion 

From the quantitative and qualitative data analysis, a hypothetical CSO is used for 

the exploratory case study to reflect and bring findings together. These relate to the RQ what 

strategies are required to instill and embed bicultural, and specifically Māori, values in a 

diverse Aotearoa/NZ workplace? 

5.6.1 Findings and Overall Exploratory Case Study 

The hypothetical CSO for this exploratory case study, was in different Aotearoa 

regions, and associated to an international network located in different continents. Based on 

the sector and/or type, this can be a limited liability, incorporated society, and/or charitable 

trust, which is also defined by DIA (2013) as being a social enterprise or business. Industries 

the CSO operates in has a social/community focus or orientation that benefits communities 

and societies which it operates in; therefore, also reflect the SR perspective from various 

research (Eisenstein, 2021; Pachamama Alliance, n.d.; Robbins et al., 2019; Upen, 2019). 

Thus, the CSO is considered a socially responsible organisation that acts in a socially 

responsible manner. Therefore, is representative of a socially responsible organisation or 

entity operating in Aotearoa, with SR being applicable to the RQ as a strategy, and where 

the CSOs core values either use specific Māori values or align with these and bicultural 

values in a diverse Aotearoa workplace. 

The CSO, overall, has a significant number of employees nationally, ranging from 

300-399 or 400-499 employees at any one time; with international locations is 500+ 

employees. Within Aotearoa regions and locations, employee numbers range from 6-9 

employees, 10-19 employees, 20-49 employees, and 50-99 employees in offices. Employees 

identify with different genders, belong to different age groups, and group(s) they identify 

with, specifically ethnicity; thus, also reflects diversity in Aotearoa society and a diverse 

workplace, including ethnic or cultural diversity, which are similar views of Ritu Parna et 

al. (2020).  

Looking specifically at ethnic or cultural diversity, CSO employees also have fair 

representation within ethnic groups identified by Stats NZ (2018) with Māori (15.52%); 

European (82.76%); Pacific peoples (5.17%); Asian (8.62%); Middle Eastern/Latin 

American/African (10.34%); and ‘Other’ (4.69%). The CSO employees, therefore, are 
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representative of an increasingly diverse Aotearoa demographic population, society and 

workplaces. Additionally, employees who identify with different groups would also have a 

bicultural and/or multicultural perspective, and create an ethnically or culturally diverse 

workplace, as delineated by several sources (Clausen & Keita, 2014; Collins, 2019; 

Fitzsimmons et al., 2017; Rana & Culbreath, 2019; Thorns et al., 2010; Terruhn & Rata, 

2019). Having broad representation of employee diversity, would also align to the RQ and 

pertinent to a strategy that embeds bicultural, and specifically Māori values in a diverse 

Aotearoa workplace. 

Being a socially responsible CSO and the work it does, diverse stakeholders also 

need consideration. Research (Carpenter et al., 2012; Ghillyer, 2017; Hubbard et al., 2018; 

ProductPlan, 2020; Robbins et al., 2019) identified different stakeholders as internal and 

external and/or primary and secondary. For the CSO internal primary stakeholders 

(employees, leadership, managers, governance); external primary stakeholders (suppliers, 

e.g., funders, regulators); and secondary external stakeholders (people from diverse cultures, 

groups and local communities; Aotearoa society; government), reflects both internal and 

external stakeholders who have an influence. Employees also acknowledged and recognised 

the needs of various stakeholders differ, and vital for the CSO to be relevant and adaptable 

to meet all stakeholder group’s needs; therefore, applicable to the work of Brusseau (2017a, 

2017b) where stakeholder theory can be used as a framework.  

More specifically, the CSO can conduct a full, in-depth stakeholder analysis using a 

clear process to identify, prioritise, and understand stakeholders; thus, gain broader 

understanding of each group, relationships and partnerships, participation, responsibilities, 

attitudes, values and beliefs, influences, and barriers and challenges with steps outlined in 

several literature sources (Cadle, 2014; Center for Community Health and Development, 

n.d.; MindTools, 2018; ProductPlan, 2020; Weiss, 2014). With stakeholders influence on 

the CSO, this also has an impact on SR and the RQ strategies used to instill and embed 

bicultural, and specifically Māori values in a diverse Aotearoa workplace, where 

consideration needs to be given to factors that also have an influence (positively or 

negatively), and specific approaches chosen for implementation. 

Another practice that influences behaviours and values of diverse stakeholders, both 

internally and externally, is Te Tiriti and Te Tiriti principles incorporated and embedded as 

a framework across the organisation. Additionally, also reflects and aligns with SR and 
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ethics as outlined by Eisenstein (2021), Ghillyer (2017), Lussier and Achua (2016), 

Pachamama Alliance (n.d.), and PennState University (n.d.-b) among others. Therefore, is 

consistent with these, where SR is used as an ethical framework and ethical practices, which 

are further supported through Te Tiriti, Te Tiriti principles, and bicultural foundation to 

reflect the Aotearoa context. This also aligns with the RQ as a strategy to instill and embed 

bicultural, and specifically Māori, values in a diverse Aotearoa workplace. 

Majority CSO employees recognised and identified many considerations to develop, 

implement, instill, and embed bicultural, and specifically Māori, values in a diverse 

Aotearoa workplace, e.g., drivers, influences, challenges, barriers, strategies, and 

approaches used (what and how), and responsibility. Two elements CSO employees 

identified as vital were Te Tiriti and Te Tiriti principles, which also recognised and 

incorporated bicultural values, and Māori values and culture, where tikanga and Te Reo are 

essential. Within the study by Jolly et al. (2015), the Mātauranga value also identified Te 

Tiriti and importance this and Te Tiriti principles are understood and embedded in the 

organisation (p. 35). Two other studies (Harris et al., 2016; Pio et al., 2014) also identified 

Te Tiriti and obligations to this; however, these studies related to organisations that have an 

obligation to honour Te Tiriti and Te Tiriti principles. Thus, differently from the CSO that 

chooses to incorporate, instill and embed this within the organisation. 

Several approaches identified by CSO employees for implementation, as being the 

most important, included: training and education of employees; communication within the 

organisation; involvement of all employees; consulting with Māori; involvement of senior 

management; incorporated within organisational values; workplace policies, guidelines, and 

standards; and use of an appropriate framework(s). Other approaches identified mostly come 

within those identified above, e.g., Te Whare Tapa, mihi whakatau, Te Reo and cultural 

lessons, Māori internship programme. In comparison to research (Harris et al., 2016; Jolly 

et al., 2015; Kuntz et al., 2014), only some of these were mentioned, however, were linked 

more to a specific Māori value and way in which the organisation practiced or incorporated 

these. For example, kaitiakitanga requires leadership, policies and strategies that reflect 

rather than contradict the Māori value (Jolly et al., 2015, p. 36). Thus, differed from the RQ 

and strategies to instill and embed bicultural, and specifically Māori, values in a diverse 

workplace. 
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The CSO employees identified areas that could result in barriers and/or challenges, 

where factors with the most impact or influence were lack of understanding and knowledge; 

lack of leadership; communication barriers; and barriers to training and education. Other 

barriers and challenges were also identified, e.g., loss of champions; fear; attitudes and 

beliefs; and lack of Māori representation. As previous studies differed, these barriers were 

not explicitly stated; however, some were identified as being important and needed for 

espousal of Māori values, such as leadership, and training or professional development 

(Harmsworth, 2005; Harris et al., 2016; Jolly et al., 2015; Rigby et al., 2011). However, 

CSO employees also identified lack of understanding and knowledge of other diverse 

cultures, groups and communities, bias or racism, and older members, which could correlate 

to some barriers identified for implementing cultural changes within the Air New Zealand 

study by Rigby et al. (2011, p. 123). 

Many CSO employees identified all individuals, employees and everyone, as being 

responsible and having responsibility; however, within the CSO, this comes down to 

management; CEO or manager; and board or governance group (i.e., leadership, 

management, and governance), including role modelling, commitment and embracing and 

embedding the values. Leadership was also identified by Harris et al. (2016); however, was 

specifically stated as Māori leadership being critical to “tautoko [support]… inclusion of 

Māori values and practices” (p. 54). For stakeholders, CSO employees recognised 

acknowledging, accepting, embracing, valuing, and respecting each other is essential, 

particularly Māori and people from other diverse cultures, groups and communities. 

Representation of Māori was also acknowledged as needed within various stakeholder 

groups, particularly internal, and relationships and equal Treaty partnerships with, and 

participation of, external stakeholders.  

For the RQ and strategies required, the CSO needs to consider other influences. As 

identified, Te Tiriti and Te Tiriti principles has an influence on SR and ethics. With training 

and education and lack of knowledge both having an impact, the CSO needs to consider 

CSO employees understanding, knowledge and education of Te Tiriti and Te Tiriti 

principles, bicultural foundation and bicultural values, biculturalism and multiculturalism, 

Māori values and Māori culture, and diverse cultures, groups, and communities. Across 

these areas, CSO employees had varying degrees of understanding, knowledge, and 
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education, and contrasting views and perspectives. However, these were mostly consistent 

with literature. 

Many CSO employees understand Te Tiriti is a unique or founding document and 

agreement between Māori and Pākehā/Tauiwi, and is part of the constitution or bicultural 

foundation (MBIE, 2020; Love, 2017; Morrison & Huygens, 2019; Peace & Spoonley, 

2019; Terruhn, 2012; Thorns et al., 2010) among others. Additionally, many CSO 

employees understand Te Tiriti encompasses three important principles – participation, 

partnership, and protection. Identified as equal partnership and participation of Māori, and 

recognition and protection of their rights and resources, and the rights of Pākehā/Tauiwi, 

and everyone, thereafter, including the Treaty giving all people the right to be in Aotearoa, 

which were similar views acknowledged by Bathurst and Edwards (2011), Harris et al. 

(2016), Pio et al. (2014), Rana and Culbreath (2019), and others. Furthermore, CSO 

employees related Te Tiriti to the historical context, with some references made to 

colonisation and another Indigenous peoples, i.e., Native American tribes, where there was 

a lack of treaty (Harris et al., 2016; Pio et al., 2014; Pringle & Ryan, 2015). Employees also 

acknowledged and recognised the relevance and importance of Te Tiriti today. Recognising 

and acknowledging the historical context and Aotearoa bicultural foundation, or lack of, 

influences the importance employees place on Te Tiriti and Aotearoa bicultural foundation. 

Additionally, in the Aotearoa context, the bicultural foundation and bicultural values, 

several CSO employees acknowledged and recognised Māori as tangata whenua and/or the 

Indigenous people; again, consistent with the literature (Bathurst & Edwards, 2011; Gordon-

Burns & Campbell, 2014b; Mika & O’Sullivan, 2014; Multicultural New Zealand, 2015; 

Spiller & Stockdale, 2012; Spiller et al., 2011a), and several others. Similar to research 

acknowledged by Gordon-Burns and Campbell (2014a), Hayward (2012), Pringle and Ryan 

(2011), Stewart (2018), and others, CSO employees have understanding, and knowledge of 

biculturalism based on the relationship and partnership between Māori and Pākehā/Tauiwi, 

which also correlates to the bicultural foundation, although some viewed this as an unequal 

partnership. Variations of understanding further influences employees and where they sit in 

relation to the Aotearoa bicultural foundation and bicultural values. 

Biculturalism and multiculturalism understanding had similarities to global research 

(Benet-Martínez, 2012; Coates, 2018; Guy, 1999; Hong et al., 2000; Nguyen & Benet-

Martínez, 2010; Vora et al., 2019) among others, and literal meaning of bi-culturalism being 
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two cultures and multi-culturalism three or more cultures, who exist within an inclusive 

multicultural society that embraces all cultures. A general understanding can influence 

employees’ views, and manner other diverse cultures are embraced and included within a 

multicultural society, particularly a diverse Aotearoa workplace. 

Some CSO employees also linked biculturalism and/or multiculturalism to Te Tiriti 

or needs grounded in Te Tiriti, which corresponds to Moka (2019). Similarly, contrasting 

perspectives questioned where multiculturalism fits in, which compare to Terruhn’s (2012) 

views. Several CSO employees understand Aotearoa has a multicultural society, however, 

some also recognised the foundation is bicultural and based on Te Tiriti, further supporting 

perspectives and previously identified research. These contrasting CSO employee views 

further influence where they sit with biculturalism, multiculturalism, Te Tiriti and bicultural 

foundation.  

The CSO employees’ understanding, and knowledge of Māori values and Māori 

culture was general, broad and contrasting. Like Māori Values in Organisations (MVO) 

studies (Harmsworth, 2005; Harris et al., 2016; Jolly et al., 2015; Kuntz et al., 2014; Love; 

Rigby et al., 2011), CSO employees identified several similar core Māori values and/or 

cultural practices, e.g., (but not limited to), Te Ao Māori, Te Reo, tikanga, manaakitanga, 

whanaungatanga, wairua, kaitiakitanga, whakapapa, and mana. Studies, such as, Harris et 

al. (2016), Jolly et al., (2015), Spiller et al., (2011a), Spiller and Stockdale (2012), details or 

descriptions of some Māori values used within organisations were specified, and similar to 

approaches and practices identified by CSO employees, e.g., manaakitanga and 

whakawhanaungatanga when welcoming new employees, or Te Reo Māori and cultural 

lessons for employees. Although understanding of Māori values and identifying relevant 

approaches and practices is important, the CSO needs to ensure strategies used are relevant 

and appropriate as these impact, and influence the RQ and ability to instill and embed 

bicultural, and specifically Māori, values in a diverse Aotearoa workplace. 

Previous MVO studies provide discussion about Te Tiriti, Te Tiriti principles, 

bicultural foundation, biculturalism and multiculturalism, and Māori values. Some research 

(Jolly et al., 2015; Kuntz et al., 2014) also highlights positives and benefits of MVO, with 

importance placed on some specific values. In contrast, as not explicitly found in previous 

research, the CSO provided additional findings pertinent to this study for employees 
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understanding of… and important to them, working in an organisation that… and important 

to them, and organisation they work for.  

For Te Tiriti, bicultural foundation, bicultural values, and Māori values, majority 

CSO employees rated very high for understanding of… being important to them and 

working in an organisation that understands the importance of…, recognises and 

encourages the use of…, and develops, implements and embeds… are also important. 

However, CSO employees were neutral with understanding biculturalism being more 

important than multiculturalism, or vice versa; slightly more emphasis of importance was, 

however, toward biculturalism. Majority CSO employees gave the CSO organisation a very 

high rating for understanding the importance of… Māori values and recognises and 

encourages the use of… these in the workplace. Understands the importance of… Te Tiriti, 

bicultural foundation and bicultural values was rated high to very high; however, recognises 

and encourages the use of… Te Tiriti principles in the workplace was only moderate to high, 

but high to moderate for bicultural values. For develops, implements and embeds…, ratings 

were high to moderate, where Te Tiriti principles and bicultural values were slightly higher 

than Māori values.  

Te Tiriti and Te Tiriti principles, bicultural foundation, and Māori values 

understanding is not only important to CSO employees, but these are also very important to 

them and working in an organisation that understands the importance of…, recognises and 

encourages the use of…, and develops, implements and embeds… these within the 

workplace. Although the CSO understands the importance of… these, there were differences 

identified by CSO employees for recognises and encourages the use of…, i.e., Te Tiriti 

principles, and develops, implements and embeds… i.e., Māori values, in the workplace. 

Additionally, as identified, CSO employees have extensive understanding and 

knowledge; therefore, requires a greater understanding and knowledge base within the CSO 

of Te Tiriti principles, Māori values, and bicultural values by incorporating these as critical 

elements to the RQ and strategy. This not only further supports SR, and ethical behaviour 

and practices, it can also increase CSO employee’s knowledge and understanding in these 

areas, and Aotearoa bicultural foundation, biculturalism and multiculturalism. Thus, also 

bridge the gaps in understanding and knowledge base within the CSO, which benefits 

Aotearoa society. However, requires the CSO to ensure strategies and approaches used are 

consistent across the organisation for understands the importance of…, recognises and 
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encourages the use of…, and develops, implements and embeds… Te Tiriti principles, Māori 

values, and bicultural values. Strategies and approaches used by the CSO found three key 

areas or categories, (a) frameworks, (b) organisational practices, and (c) stakeholders, as 

detailed further within Chapter Six. 

5.6.2 Summary: Findings and Case Study 

Overall, exploratory case study findings, using a hypothetical CSO, identified 

several approaches, barriers, challenges, and a variety of stakeholders, that have an influence 

and/or impact on the CSO. To instill and embed bicultural, and specifically, Māori values in 

a diverse Aotearoa workplace, there are several strategies that can be used. These stem from 

specific frameworks, particularly Te Tiriti and Te Tiriti principles that encompass bicultural 

values, and specific Māori values appropriate to the CSO, which are incorporated across all 

areas of service delivery. The strategies and organisational practices need to be developed, 

planned, implemented, reviewed and evaluated, which are essential to support and ground a 

solid foundation. Additionally, the CSO is led by the leadership, management and 

governance; however, all internal stakeholders have an obligation and responsibility to 

instill and embed practices across the organisation. By using the frameworks supported by 

organisational practices that are reinforced and role modelled by leadership and across the 

organisation, the CSO can instill and embed bicultural, and specifically Māori, values in 

their diverse workplace. 

5.7 Conclusion 

Using an inductive exploratory case study, findings and data analysis were 

subsequently applied to the IQs and then RQ. From the identified research cohort, data from 

organisation and participant demographics confirmed these were diverse and would 

represent diverse Aotearoa workplaces. Quantitative data analysis of CRQ2-CRQ7 

identified many similarities, with some differences. For qualitative analysis, eight themes 

were defined and used as representation of perspectives that were broad, and highlighted 

similarities, differences and contrasting or interesting views; themes were discussed within 

each IQ. Discussions also gave a range of approaches, strategies, barriers, challenges, and 

influences that were applicable to answering each IQ. 
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Through the analysis of quantitative and qualitative data, discussion used a 

hypothetical CSO exploratory case study related to the RQ, that was also triangulated back 

to research and literature discussed in previous chapters. The CSO was confirmed as a 

diverse Aotearoa workplace, with diverse CSO employees’ demographics, and a socially 

responsible organisation. Using SR would have relevance to stakeholder theory and need to 

conduct a stakeholder analysis to gain understanding of all internal and external stakeholder 

groups. It was also confirmed SR as an ethical framework and ethical practices is 

appropriate, where Te Tiriti and Te Tiriti principles are also applicable, and reflects the 

Aotearoa bicultural foundation.  

Additionally, CSO employees identified several relevant approaches that can be used 

as strategies for the RQ. The CSO employees also identified relevant challenges and barriers 

that would also have an impact and influence. The discussion identified three key and 

essential categories needed for strategies of (a) frameworks, (b) organisational practices, and 

(c) stakeholders. 

Overall, quantitative, and qualitative data analysis provided some very rich data 

pertinent to this research and study, including very good representation of a diverse Aotearoa 

workplace. Within qualitative data, themes were able to answer each of the three IQs. Using 

both quantitative and qualitative data sets, a hypothetical CSO exploratory case study was 

used, where discussion also answered the RQ. Three key and essential categories were 

identified that can be used as strategies to instill and embed bicultural, and specifically 

Māori, values in a diverse CSO. Through the analysis and findings, the IQs and RQs were 

answered, and provide sufficient information that links to the aim and objectives of this 

study and research problem Bicultural, and specifically Māori, values in a diverse 

Aotearoa/NZ workplace. 
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Chapter Six: Recommendations and Conclusion  

Within Chapter Six, recommendations and conclusion bring the study and overall 

research together where key findings and insights are discussed. Seven sections, and other 

relevant sub-sections, reiterate the purpose of the research; highlight chapter summaries and 

insights, and conclusions for this study; identify the relationship to previous research, 

limitations and delimitations; provide recommendations for future research and practice; and 

make concluding statements for this research, Bicultural, and specifically Māori, values in 

a diverse Aotearoa/NZ workplace. 

6.1 Purpose of the Research 

From Chapter One the problem statement, purpose of the study, research aim, 

objectives and questions were identified. 

6.1.1 Research Aim and Objectives 

This predominantly qualitative, mixed methods, exploratory case study was to 

identify the importance, and determine the factors that limit organisations, in the 

development and implementation of bicultural, and specifically Māori, values in a diverse 

Aotearoa/NZ workplace. To support the aim, three objectives (O1, O2, O3) were formulated: 

O1 To determine the factors that limit organisations in the development and 

implementation of bicultural, and specifically Māori, values in a diverse 

Aotearoa/NZ workplace. 

O2 To identify appropriate strategies, approaches and recommendations organisations 

can use to instill and embed bicultural, and specifically Māori, values in a diverse 

Aotearoa/NZ workplace.  

O3 To examine the responsibility to instill and embed bicultural, and specifically Māori, 

values in a diverse Aotearoa/NZ workplace. 

6.2 Chapter Summaries and Insights 

The discussion summarises main insights gained from the theoretical constructs and 

industry analysis, literature review, methodology and findings. 
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6.2.1 Summary and Insights of Chapter Two 

Discussion covered theoretical constructs of social responsibility (SR) and Te Tiriti. 

Both SR and Te Tiriti and Te Tiriti principles were recognised as an ethical framework and 

bicultural foundation, respectively, and drivers and enablers for adopting a socially 

responsible foundation as complementary frameworks. By considering the industry analysis, 

stakeholder theory and conducting a stakeholder analysis using key steps and processes 

confirmed the rationale for using these frameworks and relevance to a diverse Aotearoa 

organisation. 

6.2.2 Summary and Insights of Chapter Three 

The literature review discussed previous works that related to the research topic. Key 

areas related to bicultural[ism] and multicultural[ism] from a global perspective and 

Aotearoa context. Consideration was then given to diverse Aotearoa workplaces with 

bicultural and multicultural employees, and research relating to cultural and population 

diversity, of which also related to bicultural[ism] and multicultural[ism]. Specific Māori 

Values in Organisations (MVO) research was also reviewed, including frameworks and 

approaches used, and identified gaps that justified this study. 

6.2.3 Summary of Methodology in Chapter Four 

The research philosophy and design confirmed a predominantly qualitative, mixed 

methods, inductive, exploratory case study, incorporating aspects of Kaupapa Māori, as 

appropriate for this study. The mixed methods approach included a questionnaire with 

mostly quantitative data, and qualitative data in four core research questions (CRQ); and 

three focus groups (FG) with qualitative data; quantitative data was also gathered from focus 

groups participant (FGP) demographics. Questions within both tools were specific to the 

research aim and objectives, research questions (RQ) and investigative questions (IQ). Three 

diverse organisations and their employees participated in this study. Probability sampling 

was used for questionnaire respondents (QR), where a total of 58 responses were received, 

and purposive sampling was used for FG, with a total of 11 FGP. Quantitative categorical 

and numerical data analysis and thematic and comparative analysis were identified as the 

approaches for quantitative and qualitative data analysis, respectively. Discussion and 
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considerations for pilot testing; limitations, reliability and bias; and ethical considerations 

were also provided. 

6.2.4 Summary of Findings in Chapter Five 

From data collection, findings and analysis included quantitative data detailed as 

graphs and a pie chart, and qualitative data, using FGQ and QR direct quotes. The research 

cohort was explained and supported by demographics quantitative data analysis confirming 

diverse organisations and participants, individually and collectively. Quantitative data 

analysis of CRQs identified QR importance on understanding of and working in an 

organisation that understands, recognises and encourages, and develops, implements and 

embeds, Te Tiriti principles, Aotearoa bicultural foundation, bicultural values and Māori 

values, and where they perceived their organisation was at for these. The respondents also 

highlighted approaches and factors that either contribute to being implemented or limit the 

development and implementation of, bicultural, and specifically Māori values, in a diverse 

Aotearoa/NZ workplace, and where responsibility lies to instill and embed these. 

Qualitative data analysis, using mostly transcribed discussions from FG, identified 

coding, resulting in eight themes, and discussed within the three IQs. This analysis found 

similarities, differences, and contrasting perspectives from FGP and QR for understanding 

and knowledge, strategies and practices used, and where responsibilities lie, to instill and 

embed bicultural, and specifically Māori, values in a diverse Aotearoa/NZ workplace. Using 

a hypothetical case study organisation (CSO) helped answer the overarching RQ; 

quantitative and qualitative findings and analysis were triangulated and contrasted with 

various research studies and literature, where several similarities and correlations were 

made. Some results also differed from previous studies with additional findings. Overall, all 

three IQs and RQ were answered, where several strategies and approaches were identified 

and grouped into three key and essential categories, (a) frameworks, (b) organisational 

practices, and (c) stakeholders, which are needed to instill and embed bicultural, and 

specifically Māori, values in a diverse Aotearoa/NZ workplace. 

6.3 Conclusions for this Study 

With reiteration of research aim and objectives, and discussion of summaries and 

insights from earlier chapters, overall conclusions for this study are presented for how the 
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aim and objectives have been achieved. The three objectives will be discussed, followed by 

overall aim, including recommendations for diverse Aotearoa workplaces. 

6.3.1 Answering Objective 1 

Several factors were identified by QR and FGP. For QR, using response-options list, 

the highest responses selected were lack of understanding and knowledge; lack of 

leadership; communication barriers; and barriers to training and education. The FGP had 

similar perspectives; however, additionally identified other barriers and challenges. Such as 

(but not limited to), loss of champions and momentum; lack of Māori stakeholders and 

representation; lack of confidence; fear; individual’s attitudes, opinions and personal beliefs; 

bias and racism; and being part of an international organisation. All would be applicable to 

answering O1, where the influences identified are broad and need to be considered to 

determine the factors that limit organisations in the development and implementation of 

bicultural, and specifically Māori, values in a diverse Aotearoa/NZ workplace. 

6.3.2 Answering Objective 2 

Findings from QR and FCP also identified many aspects for appropriate strategies, 

approaches, and recommendations. Quantitative QR identified training and education of 

employees; communication within the organisation; involvement of all employees; 

consulting with Māori; and involvement of senior management, as the most important. Other 

more specific approaches and strategies identified by FGP included (but not limited to), Te 

Tiriti principles; Te Reo Māori and tikanga practices; specific Māori values; frameworks, 

e.g., Te Whare Tapa Wha; culturally appropriate and relevant organisational practices; 

consultation with employees; and relationships and equal partnerships with stakeholders, 

particularly Māori. Multiple strategies and approaches are also suitable as recommendations 

for organisations; thus, contribute to O2 being answered, specifically to identify appropriate 

strategies, approaches and recommendations organisations can use to instill and embed 

bicultural, and specifically Māori, values in a diverse Aotearoa/NZ workplace.  

6.3.3 Answering Objective 3 

Similar findings were made where QR and FGP identified leadership, i.e., 

management team, CEO or manager, and board or governance, as being responsible. 
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Additionally, several QR and FGP also identified individuals, employees, and everyone has 

a responsibility. With several stakeholders identified, these are applicable to answer O3, to 

examine the responsibility to instill and embed bicultural, and specifically Māori, values in 

a diverse Aotearoa/NZ workplace. 

6.3.4 Answering the Overall Research Aim 

The overall research aim was to identify the importance, and determine the factors 

that limit organisations, in the development and implementation of bicultural, and 

specifically Māori, values in a diverse Aotearoa/NZ workplace. There were many 

perspectives and insights identified from quantitative and qualitative data. 

Through CRQs, understanding of… and working in an organisation that 

understands…, recognises and encourages…, and develops, implements and embeds…, 

Māori values, Te Tiriti principles, Aotearoa bicultural foundation, and bicultural values was 

very important to QR, but more neutral for biculturalism being more important than 

multiculturalism, although slightly higher than multiculturalism being more important than 

biculturalism. However, there were differences for the organisation I work for, and 

understanding of…, and recognises and encourages… Māori values was very important 

compared to important for bicultural values, then Te Tiriti principles and Aotearoa bicultural 

foundation. For develops, implements, and embeds, these were important for all three; 

however, Te Tiriti principles and bicultural values were the same with slightly higher 

important ratings than Māori values. Similar views were also acknowledged by FGP, where 

understanding and knowledge of Te Tiriti principles, Aotearoa bicultural foundation, 

bicultural values and Māori values is important and needed to instill and embed bicultural, 

and specifically Māori, values in a diverse Aotearoa/NZ workplace. Identifying the 

importance of these by QR and FGP was significant and critical to the aim. 

Identifying appropriate strategies and approaches, and factors that limit an 

organisation to instill and embed bicultural, and specifically Māori, values, were narrowed 

to three key and essential categories, (a) frameworks, (b) organisational practices, and (c) 

stakeholders. These are applicable, and identified several strategies; thus, also help answer 

the research aim.  
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Overall, the three objectives and research aim have been achieved and answered 

through this study. The development and implementation of bicultural, and specifically 

Māori, values in a diverse Aotearoa/NZ workplace require strategies within the three 

essential categories; therefore, the following recommendations are: 

(a) Frameworks 

As part of the strategy, it is vital for frameworks to be instilled and embedded across the 

organisation, rather than specific areas of service delivery. These frameworks also become 

part of the solid foundation and organisational culture, with the first two being essential. 

• Te Tiriti and Te Tiriti principles, encompassing bicultural foundation and bicultural 

values, and reflect SR. 

• Māori values specifically developed by the organisation, or relevant Māori values 

such as identified within MVO research or related to Māori cultural practices. 

• Other Māori frameworks, e.g., Te Whare Tapa Wha. 

(b) Organisational Practices 

Organisational practices need to be consistent and incorporated across the organisation, and 

are essential to build and maintain the solid foundation and base for which the organisation 

is grounded in. These should also reflect SR and appropriate ethical behaviours and 

practices. Examples include: 

• Develop, plan, implement and evaluate strategy to instill and embed the values and 

frameworks, including milestones, regular review, and monitoring progress. 

• Organisational culture that reflects the work it does, and normalising Māori culture, 

frameworks, and practices in the workplace. 

• Training, education, learning and professional development opportunities, and 

practical application, particularly Te Tiriti, Te Tiriti principles; Māori values; Te 

Reo, tikanga; diverse cultures, groups, and communities. 

• Culturally appropriate, relevant and accessible organisational policies and practices, 

including expectations, examples, templates, milestones, regular review, monitoring 

progress, evaluation. 

• HR strategy, policies and practices, including recruitment and selection, particularly 

attracting Māori talent; a Māori internship programme could also be considered. 
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• Recognising and acknowledging celebrations, e.g., Matariki, Te Wiki o Te Reo 

Māori, and other culturally significant events. 

• Clear and consistent communication within and across the organisation. 

• Involving all employees and senior management, including consultation, and clear 

processes. 

• Inclusive workplace environment that acknowledges, appreciates, embraces, values, 

and respects all stakeholders. 

(c) Stakeholders 

The organisation has an obligation and responsibility to ensure they meet the needs of all 

stakeholders. Two approaches could be, but not limited to, stakeholder theory and 

stakeholder analysis. The approaches identified below, also need to be instilled and 

embedded in the organisational culture, practices, and policies across the organisation: 

• Having the right people at all organisational levels. 

• Leadership that embraces, role models, and normalises Māori culture and practices. 

• Involving all employees and senior managers across the hierarchy. 

• Ensuring representation of Māori, particularly as internal stakeholders. 

• Consulting with Māori and tangata whenua. 

• Engaging relationships and equal Treaty partnerships with Māori and tangata 

whenua, specifically mana whenua in each area the organisation operates in. 

• Engagement with other relevant stakeholders. 

• Positive and engaging participation from all stakeholders. 

• Gaining understanding and knowledge of the local cultures, groups and communities 

and diversity that exists for each area the organisation operates in. 

• Being relevant and appealing to diverse stakeholder groups, and adaptable. 

6.4 Relationship to Previous Research 

From conducting this study as an exploratory case study, several relationships were 

identified, reflecting similarities to previous research, and other findings were noted that add 

to the current body of knowledge. The significance and overall importance will be discussed, 

supported by literature and other relevant research. 
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As a theoretical construct for a socially responsible organisation, this study 

confirmed the link SR has to ethics and ethical practices (Ghillyer, 2017; Lussier & Achua, 

2016; Pachamama Alliance, n.d.) among others, and the contribution to research also 

recognised SR is the most appropriate theoretical construct rather than CSR (corporate social 

responsibility). Organisations with a social focus or orientation go beyond CSR as SR “is an 

integral part of the organisation” (DIA, 2013, p. 5). Another perspective, Te Tiriti also 

reflects ethics and correlates to SR (Barrett & Connolly-Stone, 1998; The New Zealand 

Council of Social Services et al., 2008); thus, recognised as a suitable framework that 

encompasses SR. These insights confirmed SR and Te Tiriti as complementary frameworks, 

extending understanding and acknowledges two specific, and useful, theoretical constructs. 

The significant contribution to literature, therefore, relates explicitly to the Aotearoa context, 

where two suitable frameworks are conceptualised; hence, can ground a diverse workplace 

with a socially responsible foundation, i.e., SR as an ethical framework, and Te Tiriti and 

Te Tiriti principles framework from a bicultural foundation. 

Findings also highlighted several different stakeholders have an influence on a 

socially responsible and diverse Aotearoa workplaces, which aligns with research 

(Carpenter et al., 2012; Hubbard et al., 2018; Robbins et al., 2019), and others. The case 

study discussion also acknowledged understanding different stakeholders’ needs is essential 

for organisations to remain appropriate, relevant and adaptable to all stakeholders, which is 

progressively important with the increasingly diverse demographic population in Aotearoa 

(MacPherson, 2017; Stats NZ, 2020a, 2020b, 2020c). What this study brings forth, is the 

difference from previous Aotearoa MVO research; this research included diverse socially 

responsible organisations where an industry analysis was required. Thus, applied two 

frameworks, relevant to management and management theory. Here lies the contribution of 

this study to the wider research; the significance is that stakeholder theory and stakeholder 

analysis have practical applications as frameworks to broader diverse Aotearoa workplaces 

and socially responsible organisations, where varied stakeholders with different needs exist. 

Findings related to knowledge and understanding of bicultural[ism] and 

multicultural[ism] confirmed this is broad and contrasting, correlating to cultural and 

population diversity, and can cause confusion with similarities and differences in ideologies; 

however, findings reflected both a global perspective (Benet-Martínez, 2012; Guy, 1999; 

Vora et al., 2019), among others, and the Aotearoa context, confirming Te Tiriti as the 
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bicultural foundation (Jolly et al., 2015; Love, 2017; Rana & Culbreath, 2019; Terruhn, 

2012), and several others.  

Compared with previous research, this study additionally found few differences 

between the importance on understanding biculturalism is more important than 

multiculturalism compared to understanding multiculturalism in more important than 

biculturalism, with similar neutral views. However, from the Aotearoa context, the 

contribution provides specific and sound research that can add or extend current literature 

and understanding, where this study acknowledged the breadth of understanding and 

knowledge that exists, and importance placed on these two ideologies by individuals. 

With a focus explicitly on Bicultural, and specifically Māori, values in a diverse 

Aotearoa/NZ workplace, Te Tiriti and Te Tiriti principles were further confirmed as the 

Aotearoa bicultural foundation, and bicultural values stem from this; thus, similar to 

explanations found within other literature (Harr & Brougham, 2013; Harris et al., 2016; 

Thorns et al., 2010) among others. Specific Māori values were also identified, such as 

manaakitanga, whanaungatanga, kaitiakitanga; again, like other MVO studies (Harris et 

al., 2016; Jolly et al., 2015; Kuntz et al., 2014) and others. However, this study differed in 

several ways compared to MVO and related concepts conducted mostly in Māori businesses 

or State-Owned Enterprises, and/or with exclusively or predominantly Māori participants 

(Harmsworth, 2005; Harris et al., 2016; Jolly et al., 2015; Kuntz et al., 2014; Pio et al., 

2014). The areas that sets this study apart from MVO research, and contributions it makes 

are detailed below.  

1. Contributions came from diverse organisations and participants, therefore, provided a 

broader scope and context, i.e., not exclusively or predominantly Māori.  

2. Findings acknowledged varying degrees of understanding, knowledge and education, 

and emphasised the relevance and importance of Te Tiriti, Te Tiriti principles, and 

Aotearoa bicultural foundation today.  

3. Findings also acknowledged broad and contrasting understanding and knowledge of 

Māori values and Māori culture, and importance of these to Aotearoa. 

4. Delved deeper to make additional contributions to previous research with perspectives 

gained on understanding of… and importance to me, working in an organisation that… 
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and importance to me, and the organisation I work for…, for Māori values, Te Tiriti 

principles, the bicultural foundation, and bicultural values.  

5. Extended on existing research that determined factors that limit…, identified appropriate 

strategies, approaches and recommendations… needed, and examined responsibilities 

for…, which accumulatively, acknowledged the importance to individuals, and 

identified the three essential categories needed in a diverse Aotearoa workplace for 

development and implementation. 

These points outline the significant contribution to Aotearoa research and previous 

studies, where consideration was given not only to Māori values, but extended to bicultural 

values, incorporating Te Tiriti, Te Tiriti principles, and Aotearoa bicultural foundation. The 

findings in this study contribute to the understanding and knowledge base and extension of 

this, and relevance and importance of these concepts to individuals in diverse Aotearoa 

workplaces, with Māori values being most important; thus, would be applicable to other 

similar diverse Aotearoa workplaces and socially responsible organisations. This study also 

highlighted gaps and differences for where individuals are currently situated and their 

perceptions for where and how their organisation is contextualised, particularly when it 

comes to develops, implements and embeds these in the workplace; thus, could be an area 

where further and broader research is conducted. 

6.5 Limitations and Delimitations of This Study 

Limitations discuss influences beyond the researcher’s control. Delimitations 

include aspects where there is control. 

Limitation 

Limitations faced during this research, as with many studies, included the timeframe, 

and using an online questionnaire, with some technical difficulties experienced by a few 

QR; this had an impact on responses and/or the number completed. Having three diverse 

organisations participate, including two organisations had specific employees participate in 

the questionnaire, therefore, sampling may not have been as random. Absences at each FG 

session reduced the number of FGP, and variations to how FG were conducted occurred, 

i.e., physical, virtual, or combined session. Only three CRQs referred to bicultural values, 

which could have a minor impact on results. Although two methods, questionnaire and focus 
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groups, were used and the study was an inductive exploratory case study, these could be 

limitations; therefore, this may require further study using similar approaches to increase the 

credibility, and reliability. 

Delimitations 

The three organisations were chosen based on a social/community focus or 

orientation, and their diversity, i.e., sectors/types, industries, regions, continents, and size, 

and included diverse employees, i.e., age group, and gender and group(s) identify with. The 

research topic, problem statement, aim, objectives, RQ and IQs were developed by the 

researcher, where the CRQs and FGQs were designed based on these aspects. A two-week 

period for the questionnaire availability within each organisation was set and confirmed with 

each key contact. 

6.6 Recommendations for Future Research and Practice 

This study was constrained by the time-horizon, and number of diverse organisations 

participating; therefore, a recommendation would be to broaden the duration and scope on 

future studies and research on this topic. For diverse organisations, the scope and variations 

could include (but not be limited to), the number of participating organisations; including 

all employees for all participating organisations; doing a regional and/or national study to 

find any differences; doing the study within a specific sector/type, industry, region, and/or 

same size. Another recommendation is look further into the differences between where 

individuals are at versus perceptions of their organisation. Changing the three open 

response-option CRQs to rating the importance of available options could also provide 

further data. The exploratory case study could also be done for a specific organisation or 

industry, rather than hypothetical CSO based on overall findings from three diverse 

organisations. 

From this study, further research could be conducted on bicultural[ism] and 

multicultural[ism] using the findings as a base to which further in-depth research is 

conducted. This study aligns with other research, e.g., broad knowledge, and confusion in 

meaning of these terms, and results imply both terms are important to understanding, and 

correlate to the Aotearoa context, i.e., Te Tiriti and bicultural foundation. However, there is 

an apparent gap, particularly the importance placed on these two ideologies by individuals. 
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Therefore, a recommendation is to either extend these ideologies within the current study, 

e.g., include other statements within the CRQs, or develop further as standalone research. 

Additionally, future research should be extended to focus on the most significant 

findings of the three essential categories, (a) frameworks, (b) organisational practices, (c) 

stakeholders. The recommendation is to conduct further research that explicitly looks as 

these three categories to further conceptualise, build and develop a more theoretical/practical 

framework or model for diverse Aotearoa workplaces. 

Finally, this study found aspects relating to practice and broader field of applied 

management within the Aotearoa context. For a diverse Aotearoa workplace and socially 

responsible organisation, this study identified some specific and applicable frameworks. As 

a recommendation for diverse workplaces that have, or want to have, a social/community 

focus or orientation, develop and implement SR as an ethical framework, and Te Tiriti and 

Te Tiriti principles framework. This gives a solid foundation for SR that also recognises and 

acknowledges the Aotearoa bicultural foundation. Additionally, to remain relevant, current 

and adaptable to diverse stakeholders, the recommendation is to incorporate stakeholder 

theory and develop and implement stakeholder analysis; thus, further adds to SR and helps 

diverse Aotearoa workplaces to support, recognise, accept, value, embrace and respect 

diverse stakeholders, reducing bias and inequalities to create a more inclusive workplace 

and organisation.  

This study also acknowledged and recognised the importance individuals place on 

Māori values, Te Tiriti principles, the bicultural foundation, and bicultural values; however, 

also identified a gap in understanding and knowledge base of these. Therefore, the 

recommendation is to develop and incorporate relevant and appropriate Māori values and 

Te Tiriti principles as frameworks and practices that help support and ground a diverse 

Aotearoa organisation from a bicultural foundation. This could also help reduce the 

confusions in bicultural[ism] and multicultural[ism] ideologies and increase understanding 

and knowledge base for these and the Aotearoa bicultural foundation. 

6.7 Conclusion 

This study explored the research topic Bicultural, and specifically Māori, values in 

a diverse Aotearoa/NZ workplace, which delved further to identify the importance…, 
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determine the factors that limit…, identify appropriate strategies, approaches and 

recommendations…, and examine the responsibility…, to develop, implement, instill and 

embed these in the workplace. Overall, findings provided rich data from both qualitative and 

quantitative analyses, thus allowed the aim and objectives, RQ and IQs to be answered. 

Although there were some little surprises or surprising results, these were not dissimilar to 

the researcher’s thoughts; therefore, justified the need to conduct this research.  

Based on identified gaps in MVO research, this study confirms a broader context of 

sampling through three diverse organisations participating, and diverse employees, both 

individually and collectively; therefore, has less limitations in terms absence of diversity 

found in MVO studies. Another aspect confirmed individuals understand the importance of 

Te Tiriti and Te Tiriti principles, even today, and acknowledged this shaped the Aotearoa 

bicultural foundation and bicultural values, although levels of understanding were 

contrasting. Additionally, highlighted Māori values were more important to individuals, yet 

also had varying degrees of understanding and knowledge base.  

Initial statements made in Chapter One could have been an accurate insight where 

both Te Tiriti, Te Tiriti principles, and Māori values are used as a stepping-stone and missing 

link, both of which are appropriate for use in a diverse Aotearoa workplace. By developing 

and incorporating these ideologies and concepts in diverse Aotearoa workplaces, this could 

be part of the solution to bridge the understanding and knowledge base gap, including 

bicultural[ism] and multicultural[ism]; thus, contribute to accepting and embracing diverse 

stakeholders, reduce bias and inequalities, and embrace a truly inclusive workplace that not 

only works for Māori, but also other diverse individuals.  

The most noteworthy feature of this study, which was limited or a gap in MVO 

research, was identifying several strategies, approaches, frameworks, and practices used, 

and responsibilities, in diverse Aotearoa workplaces. These were also explicitly narrowed 

to three key categories, and essential for developing and implementing Bicultural, and 

specifically Māori, values in a diverse Aotearoa/NZ workplace. The overall findings also 

help reduce the gaps identified in Chapter One and Chapter Three, and further justifies 

conducting this study, and relevance to Aotearoa specific research. Application of this 

study’s findings and recommendations can also be incorporated in other diverse Aotearoa 

workplaces; therefore, makes a significant contribution. 
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Overall, on a personal level, conducting thesis research helped the researcher 

develop some very useful skills in complex analysis and in-depth research, which can be 

strengthened and developed through involvement in further research. Although there have 

been challenging times, some of which relates to outside commitments and influences, e.g., 

COVID Level-4 lockdown during a crucial stage, the understanding and knowledge gained 

also broadened the researcher’s thinking and perspectives, and contributions from 

participants encompassed reciprocal learning. Therefore, a fitting end to this korero, and as 

used by the researcher at the FG, are the insights contained in this whakatauki: 

Nāu te raurau, nāku te raurau, ka kī te kete. 

With your basket, and my basket, the kete will be full. 
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Appendix B: Examples of Other Key Māori Values and Concepts 

Māori value, concept Translation 

arohatanga the notion of care, respect, love, compassion 

awhinatanga assist or care for 

hau reciprocity 

kaupapa Māori being fully Māori, the right of Māori to be Māori 

kotahitanga unity, wholeness 

mana spiritual power, authority, and sovereignty 

mana whenua rights of self-governance, rights to authority over traditional 

tribal land and resources 

mauri the life principle, life force 

mauri ora conscious wellbeing 

whakakoha the act of giving 

whakakotahitanga respect for individual differences and participatory inclusion for 

decision making 

whakapapa Genealogies 

whakapono trust, honesty, integrity 

Note: Sourced from Harmsworth (2005), Rigby et al. (2011), Spiller et al. (2011a); Spiller et al. (2011b), and 

Spiller and Stockdale (2012). 
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Appendix C: Kaupapa Māori Research Influences and Principles 

Influences Principles 

• Historical Māori experiences with, and 

perceptions about research; 

• Māori perspectives about the world; 

• Māori values and expectations around 

ethics; 

• Māori cultural values and practices; 

• Māori knowledge; 

• The place and status of Māori people, 

language and culture in society and the 

world. (Rangahau, n.d.-a)  

• Tino Rangatiratanga (the self-

determination principle);  

• Taonga tuku iho (the cultural 

aspirations principle);  

• Ako (the culturally preferred pedagogy 

principle);  

• Kia piki ake i nga raruraru o te kāinga 

(the socio-economic mediation 

principle);  

• Whānau (the extended family structure 

principle);  

• Kaupapa (the collective philosophy 

principle);  

• Te Tiriti o Waitangi (The Treaty of 

Waitangi principle);  

• Ata (growing respectful relationships 

principle). (Katoa Ltd, n.d.-a; 

Rangahau, n.d.-b)  

Note: Information within the tables have been sourced from Katoa Ltd (n.d.-a) and Rangahau 

(n.d.-a, n.d.-b). 
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Appendix D: CRQs/FGQs Relevance to Aim, Objectives and 

Questions 

Research Aim, Objectives and Questions 

Representative 

Core Question 

in 

Questionnaire 

Representative 

Question in 

Focus Groups 

Aim Identify the importance and determine the 

factors that limit organisations in the 

development and implementation of 

bicultural, and specifically Māori, values 

in a diverse NZ workplace 

CRQ1-7 FGQ1-6 

Objectives To determine the factors that limit 

organisations in the development and 

implementation of bicultural, and 

specifically Māori, values in a diverse NZ 

workplace 

CRQ1-4, 6-7 FGQ1-2, 5-6 

To identify appropriate strategies, 

approaches and recommendations 

organisations can use to embed and instill 

bicultural, and specifically Māori, values 

in a diverse NZ workplace 

CRQ5-7 FGQ2-5 

To examine the responsibility to instill and 

embed bicultural, and specifically Māori, 

values in a diverse NZ workplace 

CRQ7 FGQ6 

Research 

Question 

(RQ) 

What strategies are required to embed 

bicultural, and specifically Māori, values 

in a diverse NZ workplace?  

CRQ1-7 FGQ1-6 

Additional 

Investigative 

Questions 

(IQ) 

IQ1 How can a diverse NZ workplace 

instill and embed bicultural, and 

specifically Māori, values? 

CRQ1-7 FGQ1-4 

IQ2 What recommendations can be made 

to instill and embed bicultural, and 

specifically Māori, values in a 

diverse NZ workplace? 

CRQ4-7 FGQ1-5 

IQ3 Where does the responsibility lie to 

instill and embed bicultural, and 

specifically Māori, values in a 

diverse NZ workplace? 

CRQ7 FGQ6 
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Appendix E: Information Sheet for Organisations and 

Participants 

 

 

 

 

Bicultural, and specifically Māori, values in a diverse New 
Zealand workplace 

Information Sheet for Organisations and Participants 

Thank you for showing an interest in this project. Please read this information sheet carefully 
before deciding whether or not to participate. If you decide to participate, I thank you. If you 
decide not to take part, there will be no disadvantage to you of any kind and I thank you for 
considering my request.  

Introduction 

Kia ora, my name is Maania Niha, a student researcher studying towards a Master of Applied 
Management at Southern Institute of Technology. I am carrying out this research as part of 
my thesis. 

What is the aim of the project? 

This project aims to identify the importance, and determine the factors that limit 
organisations, in the development and implementation of bicultural, and specifically Māori, 
values in a diverse New Zealand workplace. By looking at this, the objectives are to identify 
appropriate strategies, approaches and recommendations organisations can use to embed 
and instill bicultural, and specifically Māori, values in a diverse New Zealand workplace, and 
further examine the responsibility for this. 

What type of participants are being sought?  

The study will be conducted within three to five diverse New Zealand workplaces where 
employees from within these organisations will be sourced as participants. All employees 
within each of these organisations will be invited to be part of the study to participate in an 
online questionnaire. A focus group will also be conducted at each organisation, where 
members of the management team, such as managers, board members, management group, 
will also be invited to participate in this. 

What will participants be asked to do?  

Should your organisation agree to take part in this project, there are two data collection 
instruments that will be utilised. This includes an online questionnaire and focus groups. 
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For the questionnaire, a key contact (as advised) will be sent relevant information and details 
to access an online questionnaire. All employees will then be forwarded this information and 
link and asked to complete this questionnaire anonymously. Participation is entirely 
voluntary. The questionnaire will take approximately 10 minutes to complete and can be 
completed by participants online at a time suitable; participation and completion of a 
questionnaire will give implied consent. These questions will have a focus on levels of 
understanding, perceptions, importance, development and implementation of bicultural, and 
specifically Māori, values in a diverse New Zealand workplace where broad answers and 
responses are given. 

The focus group participants, where specific employees from the management team are 
identified by the organisation, will be invited to attend a session of approximately 60-90 
minutes that will be recorded. Focus group participants will be asked to complete a consent 
form prior to participation. The time, date and appropriate venue will be scheduled with the 
organisation and where specific details and information will be provided to invited 
participants. Participation in the focus groups is entirely voluntary. These focus groups will 
include four to six members from the organisation’s management team, will be led and 
facilitated by the researcher, and will focus on levels of understanding, perceptions, 
importance, development and implementation of bicultural, and specifically Māori, values in 
a diverse New Zealand workplace. In these focus groups, more in-depth responses and 
discussion will occur. 

Can participants change their minds and withdraw from the project?  

An organisation or individuals who participate in the study may withdraw from participation 
in the project up to until the time that the data is analysed and incorporated into the thesis 
without any disadvantage to yourself of any kind. 

What data or information will be collected and what use will be made of it?  

The data and information collected for the questionnaire will be via an online link using an 
appropriate survey tool, Survey Monkey, and used for data analysis. With the permission of 
the participants, focus groups will be recorded so the researcher is able to transcribe these 
sessions in detail. An assistant may be required to help transcribe these sessions; if this is 
necessary, the assistant will sign a confidentiality statement. Otherwise, this material will not 
be played outside of the researcher. All participants in the focus groups will be provided with 
a copy of the transcript for verification and prior to being used for data analysis. 

Aggregated data from both data collection instruments, the questionnaire and focus groups, 
will be used for analysis. Neither the name of the Organisation or any individual’s names will 
be used in the final report. No information will be used to identify you or the workplace. All 
information will be kept confidential and the data will be used by the researcher only for the 
purposes of this study. 

What will happen to the results?  

The results of the research project will be presented in the form of a thesis report for the 
Masters of Applied Management at Southern Institute of Technology. Organisations or 
individuals are most welcome to request a copy of the results of the project should you wish. 



Maania T. Niha, 34396 

163 

How will the data be stored?  

The data collected will be securely stored in such a way that only the researcher will be able 
to gain access to it. At the end of the project any personal information will be destroyed 
immediately except that, as required by SIT's research policy, any raw data on which the 
results of the project depend will be retained in secure storage for five years, after which it 
will be destroyed. 

What if you have any questions?  

If you have any questions about our project, either now or in the future, please feel free to 
contact: 

Researcher: Maania Niha Supervisor: Dr Robyn Hill 
Southern Institute of Technology Southern Institute of Technology 

  
  

This research has been approved by the Human Research Ethics Committee at SIT. 

If you have concerns about the ethical conduct of this research or the researchers, the 
following procedure should occur. 

Write to the following: 

The Secretary of the Human Research Ethics Committee 
Southern Institute of Technology 
133 Tay St 
INVERCARGILL 9840  
New Zealand 
Tel: + 64 3 211 2699 

All information is confidential and will be handled as soon as possible. 
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Appendix F: Questionnaire Questions (via SurveyMonkey) 

 

 

 

 

Bicultural, and specifically Māori, values in a diverse New 
Zealand workplace 

Thesis Research Questionnaire (via SurveyMonkey) 

Part 1: Organisation Demographics 

For the following five organisation demographic questions, please provide responses that 
best describe the organisation you work for (you may select more than one option). 

1. Please select the region(s) in which the organisation is located.  

☐ Northland ☐ Taranaki ☐ Marlborough 

☐ Auckland ☐ Whanganui-Manawatu ☐ West Coast 

☐ Waikato ☐ Wellington ☐ Canterbury 

☐ Bay of Plenty ☐ Tasman ☐ Otago 

☐ Gisborne ☐ Nelson  ☐ Southland 

☐ Hawkes Bay   

2. Does your organisation also have international locations? ☐ Yes               ☐ No 

3. If yes, please select the continent(s) in which the organisation is located. 

☐ Africa ☐ North America ☐ Australia/Oceania 

☐ Asia ☐ South America ☐ Antarctica 

☐ Europe   

4. Please select the organisation’s sector and/or type. 

☐ Partnership ☐ Charity or Charitable Trust  

☐ Limited Liability Company ☐ Private Sector 

☐ Cooperative Company ☐ Public Sector 

☐ Unlimited Company ☐ Non-Government Organisation (NGO) 

☐ Holding Company ☐ Other (please specify) 

☐ Incorporated Society  
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5. Please select the organisation’s industry or industries. 

☐ Agriculture, forestry, and fishing ☐ Financial and insurance services 

☐ Mining ☐ Rental, hiring and real estate services 

☐ Manufacturing ☐ Professional, scientific and technical services 

☐ Electricity, gas, water and waste services ☐ Administrative and support services 

☐ Construction ☐ Public administration and safety 

☐ Wholesale trade ☐ Education and training 

☐ Retail trade ☐ Health care and social assistance 

☐ Accommodation and food services ☐ Arts and recreation services 

☐ Transport, postal and warehousing ☐ Other services (please specify) 

☐ Information media and telecommunications  

6. Please select the number of employees working in the organisation. 

☐ 1-5 employees ☐ 50-99 employees  ☐ 300-399 employees 

☐ 6-9 employees ☐ 100-199 employees ☐ 400-499 employees 

☐ 20-49 employees  ☐ 200-299 employees ☐ 500+ employees 

Part 2: Participant Demographics 

For the following four participant demographic questions, please provide responses that best 
describe you. 

1. Please select the gender you most identify with.  

☐ Female ☐ Male  

☐ Gender Diverse (please specify)  

☐ Don’t want to answer  

2. Please select the age group to which you belong. 

☐ 16-17 years ☐ 35-44 years  ☐ 65-74 years 

☐ 18-24 years ☐ 45-54 years ☐ 75+ years 

☐ 25-34 years ☐ 55-64 years ☐ Don’t want to answer 

3. Please select the region(s) you are located in.  

☐ Northland ☐ Taranaki ☐ Marlborough 

☐ Auckland ☐ Whanganui-Manawatu ☐ West Coast 

☐ Waikato ☐ Wellington ☐ Canterbury 

☐ Bay of Plenty ☐ Tasman ☐ Otago 

☐ Gisborne ☐ Nelson  ☐ Southland 

☐ Hawkes Bay   

  



Maania T. Niha, 34396 

166 

4. Select the group(s) you most identify with. 

☐ Māori ☐ Tongan ☐ Cambodian 

☐ Pākehā ☐ Niuean ☐ Other Asian 

☐ New Zealand European ☐ Tokelauan ☐ Middle Eastern 

☐ English ☐ Fijian ☐ Latin American 

☐ Australian ☐ Other Pacific Peoples ☐ African 

☐ Dutch ☐ Filipino ☐ Other (please specify) 

☐ Other European ☐ Chinese  

☐ Cook Island Māori ☐Japanese ☐ Don’t want to answer 

☐ Samoan ☐ Korean  

Part 3: Core Research Questions 

For the seven core research questions, please provide responses for the following. 

CRQ1 In your own words, in the context of Aotearoa/New Zealand, please describe… 

The Treaty of Waitangi [Text box field] 

Biculturalism [Text box field] 

Multiculturalism [Text box field] 

Bicultural values [Text box field] 

Māori values  [Text box field] 

CRQ2 For the following statements relating to understanding and importance to you, 
please select the most appropriate response. 

 
Strongly 

Agree 
Agree 

Neither 
agree or 
disagree 

Disagree 
Strongly 
Disagree 

In the context of Aotearoa/New Zealand, 
understanding of biculturalism is more important 
to me than understanding multiculturalism. 

     

In the context of Aotearoa/New Zealand, 
understanding of multiculturalism is more 
important to me than understanding biculturalism. 

     

Understanding of New Zealand’s bicultural 
foundation and principles of the Treaty of Waitangi 
are important to me. 

     

Understanding of bicultural values is important to 
me. 

     

Understanding of Māori values is important to me.      
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CRQ3 For the following statements that relate to working in an organisation and 
importance to you, please select the most appropriate response. 

 
Strongly 

Agree 
Agree 

Neither 
agree or 
disagree 

Disagree 
Strongly 
Disagree 

Working in an organisation that understands New 
Zealand’s bicultural foundation and principles of 
the Treaty of Waitangi are important to me. 

     

Working in an organisation that understands 
bicultural values is important to me. 

     

Working in an organisation that understands Māori 
values is important to me. 

     

Working in an organisation that recognises and 
encourages the use of the principles of the Treaty 
of Waitangi are important to me. 

     

Working in an organisation that recognises and 
encourages the use of bicultural values is important 
to me. 

     

Working in an organisation that recognises and 
encourages the use of Māori values is important to 
me. 

     

Working in an organisation that develops, 
implements and embeds the principles of the 
Treaty of Waitangi are important to me. 

     

Working in an organisation that develops, 
implements and embeds bicultural values is 
important to me. 

     

Working in an organisation that develops, 
implements and embeds Māori values is important 
to me. 

     

CRQ4 For the following statements that relate to the organisation I work for, please select 
the most appropriate response. 

 
Strongly 

Agree 
Agree 

Neither 
agree or 
disagree 

Disagree 
Strongly 
Disagree 

The organisation I work for understands the 
importance of New Zealand’s bicultural foundation 
and principles of the Treaty of Waitangi in the 
workplace. 

     

The organisation I work for understands the 
importance of bicultural values in the workplace. 

     

The organisation I work for understands the 
importance of Māori values in the workplace. 

     

The organisation I work for recognises and 
encourages the use of the principles of the Treaty 
of Waitangi in the workplace. 
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Strongly 

Agree 
Agree 

Neither 
agree or 
disagree 

Disagree 
Strongly 
Disagree 

The organisation I work for recognises and 
encourages the use of bicultural values in the 
workplace. 

     

The organisation I work for recognises and 
encourages the use of Māori values in the 
workplace. 

     

The organisation I work for develops, implements 
and embeds the use of the principles of the Treaty 
of Waitangi in the workplace. 

     

The organisation I work for develops, implements 
and embeds bicultural values in the workplace. 

     

The organisation I work for develops, implements 
and embeds Māori values in the workplace. 

     

CRQ5 How would, or do you see bicultural, and specifically Māori, values being 
implemented within an organisation? (select all options that you consider 
appropriate). 

☐ Involvement of senior management ☐ Use of an appropriate framework(s) 

☐ Involvement of all employees ☐ Workplace policies, guidelines, standards 

☐ Through the organisational structure ☐ Training and education of employees 

☐ Communication within the organisation ☐ Consulting with Māori 

☐ Developed within a specific strategy ☐ Incorporated within organisational values 

☐ Educating senior management on the 
benefits  

☐ Other (please specify) 

CRQ6 What factors do you believe would, or do, limit an organisation in the development 
and implementation of bicultural, and specifically Māori, values in an organisation? 
(select all options that you consider appropriate). 

☐ Communication barriers ☐ Lack of understanding and knowledge 

☐ Barriers to training and education ☐ Lack of, or no specific workplace policies 

☐ Not important to the organisation ☐ Lack of, or no appropriate framework(s) 

☐ Lack of leadership ☐ Resistance to change 

☐ Time constraints ☐ Financial/budget constraints 

☐ Other (please specify)  

CRQ7 Who do you consider has responsibility for implementing and embedding bicultural, 
and specifically Māori, values in an organisation? (select all options that you 
consider appropriate). 

☐ The owner(s) ☐ The CEO or manager 

☐ The Trustees ☐ The management team 

☐ The board or governance group ☐ Other (please specify) 
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Appendix G: Focus Groups Questions 

 

 

 

 

 

Bicultural, and specifically Māori, values in a diverse New 
Zealand workplace 

Focus Groups Questions 

FGQ1 What is your understanding of: 

The Treaty of Waitangi 

The Treaty of Waitangi Principles 

New Zealand’s bicultural foundation 

Māori values 

Biculturalism 

Bicultural values 

Multiculturalism 

FGQ2 What would the key drivers be for your organisation to implement bicultural, and 
specifically Māori, values within the workplace, and why? 

FGQ3 What strategies and approaches would you use, or consider important to use, to 
develop bicultural, and specifically Māori, values within your workplace, and why? 

FGQ4 How would these strategies and approaches be used to implement and embed 
bicultural, and specifically Māori, values within your workplace? 

FGQ5 What would the key factors be that would impact your organisation from developing, 
implementing and embedding bicultural, and specifically Māori, values in the 
workplace? 

FGQ6 Where does the responsibility lie to instill and embed bicultural, and specifically Māori, 
values in a diverse NZ workplace, and why would responsibility lie here? 
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Appendix H: Focus Groups Consent for Participation 

 

 

 

 

 

 

Declaration of consent for participation in  
the Focus Group for the research thesis  

‘Bicultural, and specifically Māori, values in a diverse New 
Zealand Workplace’ 

I have had the scope and nature of the research fully explained to me. Any questions about the 
research have been satisfactorily answered, and I understand that I may request further information 
at any stage. I accept and note that: 

1. My participation in this research is entirely voluntary. 

2. I may withdraw from participation in the research at any time up to until the time that the data is 
analysed and incorporated into the thesis without explanation, disadvantage or disincentive. 

3. The information given during the focus group is being utilised solely for the purpose of the specific 
research project and will not be disclosed to any other person or agency without my express 
consent. 

4. With my permission, the focus group will be recorded for later transcription. 

5. This information may be incorporated into the research report but actual names or other 
characteristics that may lead to identification of individuals or organisations will not be disclosed. 

6. I may at any time request to view any completed drafts or sections of the research report to which 
I have contributed. 

7. A copy of the completed research report will be made available to me, on request, at the 
conclusion of the research. 

 

Declaration 

I have read and understood the information set out on this form, and give my informed consent to 
participate in the focus group in accordance with the stated terms and conditions. 

Name of Participant:  Name of Researcher 

   

Signature   Signature  

Date:   Date:  
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Appendix I: Focus Groups Participant Demographics 

 
 
 

 

Bicultural, and specifically Māori, values in a diverse New 
Zealand workplace 

Focus Groups Participant Demographics 

For the following four participant demographic questions, please provide responses that best 
describe you. 

5. Please select the gender you most identify with.  

☐ Female ☐ Male  

☐ Gender Diverse (please specify)  

☐ Don’t want to answer  

6. Please select the age group to which you belong. 

☐ 16-17 years ☐ 35-44 years  ☐ 65-74 years 

☐ 18-24 years ☐ 45-54 years ☐ 75+ years 

☐ 25-34 years ☐ 55-64 years ☐ Don’t want to answer 

7. Please select the region(s) you are located in.  

☐ Northland ☐ Taranaki ☐ Marlborough 

☐ Auckland ☐ Whanganui-Manawatu ☐ West Coast 

☐ Waikato ☐ Wellington ☐ Canterbury 

☐ Bay of Plenty ☐ Tasman ☐ Otago 

☐ Gisborne ☐ Nelson  ☐ Southland 

☐ Hawkes Bay   

8. Select the group(s) you most identify with. 

☐ Māori ☐ Niuean ☐ Cambodian 

☐ Pākehā ☐ Samoan ☐ Other Asian 

☐ New Zealand European ☐ Tokelauan ☐ Middle Eastern 

☐ English ☐ Fijian ☐ Latin American 

☐ Australian ☐ Other Pacific Peoples ☐ African 

☐ Dutch ☐ Filipino ☐ Other (please specify) 

☐ Other European ☐ Chinese  

☐ Cook Island Māori ☐ Japanese ☐ Don’t want to answer  

☐ Tongan ☐ Korean  
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